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Summary

This document, which the Commission adopted on February 2, 1987, responds to Assembly
Bill 605 (Hughes, 1985) that directs it to report bienmally on the employment, classification,
and compensation of ethnic minorities and women in the Umiversity of California, the Califor-
ma State Umversity, and the Califormia Commumty Colleges Part One of the report on
pages 3-17 contains the Commission’s comments on affirmative action data submitted by
these three segments since 1977 Parts Two through Four on pages 19-116 consist of reports
by each of the segments on their affirmative action activities during the past two years

On pages 11 and 14, the Commus~ion offers these six conclusions on trends since 1977

1 White women have enhanced their number and relative proportion 1n both faculty
and administrative categories between 1977 and 1985 while the proportion of white
males 1n both categories has decreased However, white males continue to dominate
numer:cally in both categories

2 Among ethnic minorities, the greatest proportional increases have occurred among
Asian male tenured faculty

3 As a proportion of tenured faculty, ethnic minorities have made their greatest in-
creases in the Community Colleges and theiwr least 1in the University of Califorma,
while women have made their greatest increases in the University and least in the
State University

4 Between 1977 and 1985, the number of tenure-track faculty in the University of Cali-
fornia decreased by 455, or 29 9 percent, while underrepresented minorities among
these faculty decreased by 63, or 42 9 percent Tenure-track faculty in the State
Lmiversity dechined by 127, or 77 percent, while underrepresented minorities
declined by 87 or 41 4 percent Community Colleges had the greatest loss a decline
of 798, or 46 8 percent, 1ncluding 175 underrepresented minorities, or 63 6 percent
This represents a serious decline in the short-run of the pool of underrepresented
minorities most likely to be chosen for tenured positions

5 The segments have increased the gender and ethnie diversity of their admimstrators
as a whole to a much greater extent than that of their faculty, which has changed only
mimimally 1n the past eight years

6 Each of the segments has created programs for recruiting, upgrading, prometing, and
retaining women and minority faculty members and staff Nonetheless, progress in
enhancing diversification has been slow and women, Blacks, and Hispanics remain
seriously underrepresented among both facultv and administrators wn all three
segments

This report, which 15 basically deseriptive 1n nature, represents one phase of the Commis-
sion’s work to 1nsure that the faculty and staff of Califorma’s colleges and umiversities include
more women and minorities Later in 1987, the Commission will publish the report of a task
force of State higher education leaders orgamized by 1ts Statutory Advisory Commattee that
will contain recommendations for State action to this end Further information about both
this present document and the planned report may be obtained from Horace F Crandell of the
Commussion staff at (316) 322-8002
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THE California Postsecondary Education Commis-
s1on has prepared this report in compliance with
Education Code Section 66903 1 (AB 605, Hughes,
1985), which 1s reproduced in Appendix A and which
directs the Commussion to report bienmally on the
employment, classification, and compensation of
ethnic minorities and women 1n the three public seg-
ments of California postsecondary education for the
reason that “underrepresentation of ethnic minor-
ties and women persists within certain areas of em-
ployment at the California State Umiversity and the
University of Cahiforma” and “the Legislature and
Governor must be better informed of specific results
of affirmative action hiring programs of the Califor-
nia State Umiversity, the Umversity of Califorma,
and the public community colleges ”

This report 1s the fourth in the Commission’s bien-
nial series responding to Assembly Bill 605 and fol-
lows previous reports that it published in 1981,
1983, and 1985

Contenis of the report

Assembly Bill 605 requests all three segments to
provide the Commission with bienmal narrative
evaluations that address three topics

1 Patterns of underutilization of women and mi-
nority employees, compared to their availability
among different job categories,

2 Specific results of affirmative action programs in
reducing the underutilization of women and mi-
norities, and

3 Evaluations of the strengths and inadequacies of
current affirmative action programs

This report reproduces the three segments’ narrative
evaluations 1n their entirety as Parts Two, Three,
and Four Part One offers Commission comments on
data submitted by the segments since 1977

The narrative evaluations from the segments focus
on the last two years, but a two-year period 18 tnsuf-
ficient for marked changes 1n the composition of any
employment category to oceur Small changes dur-

Introduction

Ing successive two-year periods may become signi-
ficant over longer intervals, however, and for this
reason, the Commission seeks 1n Part One to provide
a broader picture of changes over a longer span of
time

Submission of data

The Postsecondary Education Commission publishes
this report using information collected bienmally by
Commuission staff from the three segments on behalf
of the federal Equal Employment Opportunity Com-
mission, supplemented by four Postsecondary Edu-
cation Commission surveys

During the first years of data colleetion, the Equal
Employment Opportunity Commission used varying
defimtions and instructions for the requested data,
and the segments employed varying interpretations
of them Thus for consistency, the Commission uses
either 1977 or 1979 as the base year for trend analy-
ses 1 this report, aithough data for 1975 may be
found 1n this and previous reports in the series

Data from the three segments for this report were
due November 30, 1985, with narrative evaluations
due on March 14, 1986 The Califorma State Uni-
versity met both of these due dates The University
of California completed the submission of 1ts data m
late August and 1its narrative evaluation in late
September By late September, Commission stafl
had also received a narrative evaluation from the
Chancellor of the California Community Colleges

Despite 1ts lack of expeditious response, the Univer-
sity of California 15 to be commended for enhance-
ments 1ot 1ts current report [t expended much effort
to develop data acceptable to both the Equal Em-
ployment Opportunity Commission and the Postsec-
ondary Education Commussion, and 1ts computerized
data submission will be a cost-effective model not
only for California mstitutions but the nation at
large

Finally, all three segments adopted a commeon em-
ployee-specific data reporting system that they wiil
use 1n future reports to the Commission



1 Commission Comments

Context of affirmative action Display 1 below and Display 2 on page 4

The percentage of women students increased at the
University of Califorma from 43 2 to 47 4 percent, at
the Califormia State University, from 48 9 to 52 7.
and at the Community Colleges, from 52 6 t0o 55 6

To set 1n context the past eight years of faculty and
staflf affirmative action in California’s public col-
leges and universities, three questions require an-

swers
Among students who reported their ethnicity, the
1 How has the clientele of these mnstitutions  percentage of minorities increased at the Umversity
changed? from 20 7 to 29 8 percenl, at the State University,
from 23 4 to 29 8, and at the Community Colleges,
2 How has their supply of personnel changed? from 26 7 to 33 6 These increases were due primar-

ily to increased proportions ol Asian students, while

3 And what are their employment prospects for the proportion of total enrollment of Black students
the near future? decreased at the Community colleges and the State
University and remained constant at the University

Changes in clientele

~ Changes in the supply of personnel
During the eight-year perwd (rom 1977 through
1985, the percent of women and ethnic minorities The National Research Council reports that the
enrolled in Califorma’s public colleges and univer- number of doctorates awarded since 1977 has re-
sities 1ncreased 1n all three segments, as shownin mamned relatively constant, around a mean of

DISPLAY 1 Opeming Fall Enrollment of Men and Women in California’s Three Segments of Public
Higher Education, 1977 and 1935

Men Women

Segment Number Percent Number Percent
University of California

1977 71,858 56 8% 54,647 43 2%

1985 77,855 52 6 70,100 47 4

Amount Change +5,997 -42 +15,453 +42
The Califormia State University

1977 159,598 511 152,730 48 9

1985 153,432 473 171,194 527

Amount Change -6,166 -38 +18,414 +38
Califormia Community Colleges

1977 531,127 474 589,393 52 6

1985 494,332 44 4 619,732 556

Amount Change -36,795 -30 +30,339 +30

Source Caldornia Postsecondary Education Commission



DISPLAY 2  Ethnwcity of All Students Reporting theur Ethnicity in Califormia’s Three Segments of Publie
Higher Education, 1977 and 1985
White Black Asian, Pacific American
Non-Hispanie Non-Hispanic Hispame Islander Indian Total
Segment Number Percent Number Percent Number Percent Number Percent Number Percent Number

University of Califorma

1977 84,591 793% 4,500 4 2% 5882 55% 11,161 105% 582 05% 106,716

1985 93,253 702 5608 42 10,082 76 23084 174 795 06 132,822

Change +8,662 -91 +1,108 oo +4,200+21 +11,923 +69 +213 +01 +26,106
The Calforma State University

1977 161,468 766 14,407 68 16,270 77 16,135 T7 2618 12 210,898

1985 205,175 702 16,900 58 28,130 96 38345 131 3,617 12 292,161

Change +43,707 -64 +2493 -10 +11,860+19 +22210 +54 +999 00 +81,269
California Community Colleges

1977 656,382 733 89272 100 88,761 99 47439 53 13,227 15 895,081

1985 661,673 664 176632 77 133,328 134 110,859 111 13,951 14 996,443

Change +5,201 -69 -12640 -23 +44,567 +35 +63,420 +58 +724 -01 +101,362

Source Cahforma Postsecondary Education Commission

31,200 The number of women earning doctorates
has increased, however, while that of men has de-
creased According to the Council (1986, p 1), "wom-
en have increased their share by one-third since
19717, earming 10,660 doctorates 1n 1984, or 34 per-
cent of the total number conferred The number of
male doctorates has declined by 14 percent since
1977, with men receiving 20,593 Ph D s, or 66 per-
cent1n 1984 ”

All minority groups have increased thewr percentage
of doctorates shghtly over the eight-year period -
from a total of 10 1 percent in 1977 to 11 2 1n 1984,
while whites have declined However, women and
most minorities continue to receive the greatest pro-
portions of their degrees in education, psychology,
languages, and literature rather than in the high-
demand areas of engineering, computer science, and
mathematics In fact, education and the social sei-
ences have been the two most rapid growth academie
areas for women and minority doctoral recipients,
with the exception among minorities of Asian stu-
dents, who tend to choose the physical sciences, hife
sciences, and engineering During 1984-85, the na-
tion’s 300 or more research universities that com-
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pete for new Ph D junior faculty and post-doctoral
fellows found that among them only three Black and
three Hispanic students recetved Ph D s 1n computer
secience that year, compared to 20 Asian and 162
white students The disparity 1n numbers was even
greater in engineering, where 1,157 white and 250
Asian students earned Ph D s, 1n contrast to only 34
Hispenic and 15 Black students Moreover, only
37 5 percent of the nation's 1984 doctoral recipients
indicated they intended to enter teaching, and 52
percent of those in engineering and 48 percent in the
physical sciences had commitments to employment
in business and industry  This has chilling rmpli-
cations for the window of upportunity” that 15 open-
ing for new members ol 1he professoriate as academ-
1c employment prospects begin to improve

Employment prospects

For two reasons, Californma’s public colleges and uni-
versities will need many new stail over the next dec-
ade



s Although college and university enrollments na-
tionally are expected to decline slightly during
the next ten years, in California both the Univer-
sity and State University anticipate continued
growth And by the end of the ten years, national
as well as California enrollments are expected to
increase dramatically More faculty will be need-
ed to meet this increase, but sinee the median
time lapse from receipt of the BA to Ph D 1s 10
years, these potential faculty must be currently
enrolled 1n college

e In addition, California and the nation face in-
creased demand for replacing the particularly
large number of faculty members who are nearing
retirement after serving since the 1960s (Bowen
and Schuster, 1386, p 38) The Umiversity reports
that 1t will need to fill nearly 6,000 faculty va-
cancles between now and the end of the century,
while the State University anticipates a need for
8,000

In sum, a “window of opportunity” for diversifying
the faculty 1s opening at California’s public umver

sities In 1985, 30 3 percent of the tenured facuity at
the Unuversity of Califormia were 56 or older, and
the faculty’s mean retirement age was 63 4 At the
State Umiversity, 29 1 percent were 56 or over, and
the average retirement age was 61 3 Over the next
several years, an unusually large proportion of fac-
ulty members will reach theiwr early sixties More-
over, although the new federal law uncapping the
mandatory age of 70 for retirement wall apply to ten-
ured faculty in 1994, few faculty are likely to con-
tinue teaching until age 70 Thus, both universities
will have the opportunity of replacing nearly a third
of their faculty by the year 2000

Some needed faculty may be recruited from among
"re-entry” women who return to college to complete
degree programs, but the “window of opportunity”
will be only marginally open for young women and
minority students without significant efforts to en-
courage today’s high school and college students to
consider and choose professorial careers Lthat require
10 to 15 years of academic preparation The Regents
of the Urnuversity of Califormia and the Trustees of
the Calfornia State Umiversity have been made
aware of the "window of opportunity”, and to help
meet 1t, both universities have launched programs
to stimulate interest in faculty careers among their
undergraduate and graduate students, and they are
using thewr high school outreach programs to en-
courage young women and munority students not

only to attend college but consider teaching careers
Parts Two and Three of this report describe several
of these programs

Early 1n 1987, the Board of Governors of the Califor-
ma Community Colleges will receive a report and
recommendations on Community College affirma
tive action, based on a detailed computer data base
on faculty and staff developed by the Chancellery
However, California’s Community Colleges are fac-
ing different hiring circumstances than its two pub-
lic universities As their enrollments declined in re
cent years, the number of their faculty decreased
Now, 1n addition to a lack of need for new faculty,
only 24 4 percent of their tenured faculty are age 56
or over Ag of 1985, these faculty averaged only 49 1
years of age and admimistrators averaged only 48 3
(Displays 3 and 4 below) -- thereby affording less op-
portunity than in the State’s universities for replac
ng many retirees

DISPLAY 3 Age of Tenured Faculty, Fall 1985

56 and Qver Average
Segment Percent Number Age
University
of Califorma 30 3% 1,883 504
The California
State University 291 2,652 505
Californmia
Community
Colleges 24 4 3,261 4191

Source Califormia Postsecondary Education Commissien

DISPLAY 4 Age of Executive, Admunsirative,
and Managertal Staff, Fall 1985

56 and Over Average
Segment Percent ~umber Age
University
of California 18 1% 391 45 9
The California
State University 175 408 46 1
Califorma
Community
Colleges 215 507 483

Source California Pustsecundary Education Cummisgsion



Changes in faculty and administration

The affirmative action programs of the segments
that are described in Parts Two through Four of this
report are perceived to have produced 1ncreased, but
uneven, representation of women and minorities
among faculty and administrators Although wom-
en have made gains, their increased representation
has been primarily among white rather than minor-
ity women Among minorities, increased represent-
ation has been due primarily to growth in the pro-
portion of Asians Qther minorities remain severely
underrepresented As Bowen and Schuster noted
from their national study (1986, p 69), “The minor-
1ty groups combined constitute 20 to 25 percent of
the American people, but they probably oceupy not
more than 8 to 10 percent of academie positions, and
this number 1s strongly influenced by the relatively
heavy participation of Asian mnorities without
whom the minority showing would be even more de-
pressing ”

Results at the Uniwversity of California

Based on the data in Display 5 on the opposite page,
the University has made progress Ln increasing its
proportions of women and minorities in administra-
tive positions The University has achieved far less
success 1n diversifying its faculty Of particular con-
cern 1s the minimal growth and even decline 1n the
representation of Blacks among the several employ-
ment categories

Women faculty Within faculty classifications at the
Unversity of California, the proportion of tenured
positions held by women 1ncreased by 3 9 percentage
points - to 10 6 percent -- between 1977 and 1985
(Display 6, pages 8-9) White women, however, ac-
counted for 3 4 of these 3 9 percentage points, while
Black and American Indian women made no gains
Among tenure-track faculty, white women account-
ed for 5 2 percentage points of women’s total gain of
6 2 points Among "other” faculty, the positive shift
of 6 7 percentage points in the proportion of women
included an 1ncrease of 5 5 points by white women
In short, over the eight-year period, the increased
proportion of faculty positions held by muinority
women at the University has been negligible

M:nority faculty The University’s proportion of mi-

nority faculty, other than Asian faculty has changed
very little In the tenured ranks, minority faculty
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increased by 2 4 percentage points to 10 1 percent of
the total, with Asian faculty accounting for 1 2, or
half, of these percentage points Among tenure-
track faculty, the proportion of Asian faculty in-
creased by 3 2 percentage points, but that of all other
munority groups decreased Among "other” faculty,
the proportion of Asian faculty increased by 22
percentage points while that of Black and American
Indian faculty decreased If the gains made by
Asians are not counted, the proportion of faculty po-
sitions held by minorities 1n the two non-lenured fac-
ulty categories has decreased

Women and munorily adminisirators Between 1977
and 1985, the proportions of administrative positions
held by women and ethnic minorities increased
Women gained 14 1 percentage points to 42 8 per-
cent White women, with 9 5 percentage points led
the increase, but women 1n each ethnic group made
gains The representation of minorities increased,
by 4 3 percentage points, to 14 4 percent of all ad-
ministrative appointments

Unfortunately, the level of admimistrative positions
held by women and minorities 1s not discernable, due
to the current method of reporting data However, a
new data reporting system developed by the Com-
mission and the segments will provide more detal
about employment and compensation levels for fu-
ture reports in this series

Results at the California State Untversity

Women faculty The proportion of faculty positions
held by women increased 1n each of the State Uni-
versity’s three faculty categories as shown in Dis
plays 7 and 8 on pages 10 and 12 13 [n 1985, 19 4
percent of the tenured faculty positions were held by
women -- an increase of 23 percentage points 1n
eight years Of this gain, white women accounted for
15 points The proportion of women holding ap-
pointments among tenure-track faculty increased by
2 9 percentage points, to 33 5 percent However, the
representation of Black, Hispanic, and American In-
dian women decreased, while white women in-
creased by 4 8 percentage points Among “other”
faculty, women ended the eight-year period with a
gain of 7 5 percentage points, but while the propor
tion of positions held by white women increased by
7 7 points, that held by Hispanic women decreased
by 1 5 points



DISPLAY 5 Number and Percent of Full-Tume Facully and Administrators by Category, Sex, and

Ethnicity at the Unwerstty of California, Fall 1977 and Fall 1385

QOccupational Activity

Tenured Faculty

Whate Male
Female

Black Male
Female

Hispanie Male
Female

Asian Male
Female

Indian Male
Female

Tenure-Track Faculty
Whate Male
Female
Black Male
Female
Hispanie Male
Female
Asian Male
Female
Indian Male
Female

Other Faculty

Whate Male
Female

Black Male
Female

Hispanic Male
Female

Asian Male
Female

Indian Male
Female

1977
Number

5,144
4,431
313
59

8

83

11
216
10

12

1

1,009
288
43

15
63

15

59

18

{
4

6,674
4,328
1,424
81

69
113
43
433
143
24

10

Executive/Admimistrative/Managerial

White Male
Female
Black Male
Female
Hispanic Male
Female
Asian Male
Female
Indian Male
Female

1,562
997
408

63
26
30
6
23
7
2
0

Percent

100 0%
861
61
11
02
16
02
42
02
02
00

1,521
66 3
189
28
10
41
10
39
12
05
03

106 0%
649
213
12
1o
17
06
63
22
04
a1

100 0%
63 8
261
10
17
19
04
15
05
01
00

Source Califormua Postsecondary Education Commission

1985 1977-1985
Number Percent Number Percent Change
6,045 100 0%

4,859 804 + 428 -5 1%
574 95 + 261 +34
89 15 +30 +04
14 02 +6 00
132 22 +49 +06
22 04 +11 +02
307 51 +91 +09
31 05 +21 +03
14 02 +2 00
3 00 +2 00
100 0% 1,066 100 0%
636 597 -373 -66
257 241 -31 +52
14 13 -29 -15
14 13 -1 +03
36 34 -27 07
17 16 +2 +06
73 68 +14 +29
16 15 -2 +03
2 02 -5 03
1 01 -3 02
5,622 100 0%
3,225 574 -1,104 15
1,509 268 +85 +55
39 o7 -42 05
59 10 -10 00
113 20 0 +03
50 09 +7 +03
438 T8 +5 +13
172 31 +24 +09
9 02 -15 -02
8 01 -2 00
2,055 100 0%
1,027 300 +30 -13 8
732 356 + 324 +95
68 33 +5 07
T2 35 + 46 +18
44 21 +14 +02
33 16 +27 +12
32 16 +9 +01
35 17 +28 +12
4 02 +2 +01
8 04 +8 +04



DISPLAY 6 Percent (and Number) of Full-Time Faculty end Administrators by Category. Sex. and
Ethnicity Among Vew Hures, Promotions, and Separattons at the Unwersuy of California,
Fall 1977-1979 and Fall 1983-1385

1977 1979
Sercentage
1977% % New % o% 1979 % 1977-79
Occupational Activity of Cateqory Hires Promotions Separations of Category Change
Tenured Faculty (5,144) (325) (743) {367) (5,387)
100% 100% 100% 100% 100%
White Male 86 1 742 806 883 84 4 AT
Female 61 132 12 2 65 68 ~07
Black Male 11 06 11 05 13 +02
Female 02 03 03 03 02 -
Hispanie Male 16 25 20 11 20 +0 4
Female 02 06 03 05 02 --
Asan Male 42 T4 28 27 43 +03
Female 02 06 03 00 03 +01
Indian Male 02 03 04 00 03 ~-01
Female 00 03 00 00 00 00
Non-Tenure on-Track {1521) {(531) (355) {1,367
100% 100% n/a 100 100%
White Male 66 3 625 -- 676 83 9 -06
Female 189 226 - 192 212 -2
Black Male 28 26 - 34 27 01
Female 10 09 - 17 11 +~01
Hispanic Male 41 3.0 -- 28 34 -07
Female 10 08 - 08 09 a1
Asian Male 39 417 -- 28 43 +04
Female 12 23 - 14 19 +07
Indian Male 05 02 - 03 03 02
Female 03 04 -- - 02 01
Other Faculty (6,674) (813) {237 (778) (6,745)
100% 100% 100% 100% 100%
White Male 649 60 6 44 3 62 2 620 -29
Female 213 24 1 42 6 228 232 -19
Black Male 12 05 17 01 11 01
Female 10 g5 08 13 11 +01
Hispanic Male L7 34 13 36 23 -06
Female 06 12 08 08 o7 +01
Asian Male 65 65 51 73 63 -03
Female 22 30 30 17 25 +03
Indian Male 04 1 N1)] go 00 02 -02
Female 01 01 04 01 01 00
Executive/Admimistrative/ (1.562) (229 (409) {333 (1,707)
Manageral 100% 100% 100% 100% 100%
White Male 63 8 52 8 364 553 583 55
Female 261 28 4 465 3386 298 -37
Black Malie 40 48 49 42 43 -03
Female 17 44 32 09 16 01
Hispanic Male 19 13 42 15 19 0o
Female 04 13 20 18 08 -04
Asian Male 15 35 140 15 17 -02
Female 05 286 15 12 09 ~04
Indian Male 01 04 02 00 05 -04
Female 00 04 02 00 0t +01

Source California Postsecondary Education Commiss-on



1983-1985

1983-85 1977-1985
1983 % % New Yo % 1985 % Percentage Percentage
of Cateqory Hires Promotians Separations of Cateqgory Change Change
{5,809) (167) (468) (168) (6.045)
100% 100% 100% 100% 100%
819 713 69 4 80 4 30 4 -135 -3 7
86 114 182 101 935 +09 +34
14 06 26 24 15 +01 ~04
02 06 00 00 02 00 00
22 36 34 30 22 00 +06
03 12 06 06 04 +01 +~02
47 96 43 30 51 +04 -09
05 18 11 06 05 00 -03
02 00 0?2 00 02 00 0o
01 00 U 00 00 -01 00
(1,104) (265) (101) (1,066)
100% 100% n/a 100% 100%
625 521 - 60 4 597 28 -66
226 28 3 - 188 241 +135 -52
17 15 - 50 13 04 ‘13
12 11 - 10 13 +01 -03
34 30 - 50 34 a0 07
10 23 = 00 16 -6 +~086
59 91 - 69 68 +09 ~29
14 23 - 30 15 +01 -03
02 04 - 00 02 00 -03
00 00 -- 00 01 +01 02
(5,357) (1,305) {309) (1,340) (5,622
100% 100% 100% 100% 100%
576 559 670 560 574 -02 -75
26 5 24 4 314 229 26 8 -03 +55
08 05 06 09 o7 -01 05
11 07 13 o7 10 -01 00
22 26 16 23 20 -02 ~03
07 10 13 07 ¢9 +02 +03
81 120 45 1386 78 03 =13
27 27 19 28 31 +04 +09
01 02 03 01 g2 +01 02
02 0o 00 01 01 -01 00
(1,883) (251 (429) (263) (2,065
100% 100% 100% 100% 100%
518 490 389 46 4 5300 -18 -138
342 359 44 8 40 3 356 +14 +95
35 36 33 27 33 -02 07
30 36 49 34 35 +05 ~18
21 24 19 i1 21 00 -02
15 08 19 11 16 +~01 =12
19 32 09 30 16 -03 +01
15 04 23 11 17 +02 ~-12
02 08 02 08 02 00 =01
03 04 09 00 04 +01 +04



DISPLAY 7 Numéber and Percent of Full-Time Faculty and Administrators by Category, Sex, and
Ethnicity at the California State Unwersity, Fall 1977 and Fall 1985

1977 1985 1977-1985
Category Number Percent Number Percent Numiber Percent Chengs
Tenured Faculty 8,949 100 0% 8,963 100 0%
Whute Male 6,717 751 6,351 709 -366 -4 2%
Female 1,407 157 1,542 17 2 +135 +15
Black Male 133 15 160 18 +27 +03
Female 49 05 60 07 +11 +02
Hispanic Male 148 16 220 25 +72 +09
Female 27 03 52 06 +25 +03
Asian Male 386 43 463 52 +77 +09
Female 55 g6 76 038 +21 +02
Indian Male 24 03 31 03 +7 00
Female 3 00 8 01 +5 +01
Tenure-Track Faculty 1,643 100 0% 1,516 100 0%
White Male 955 581 805 531 -150 50
Female 388 2386 431 28 4 +43 +48
Black Male 57 35 24 16 -33 -19
Female 41 25 19 13 -22 -12
Hispanic Male 66 40 46 30 20 -10
Female 31 19 26 17 -5 02
Asian Male 66 40 128 84 +62 +44
Female 24 15 29 19 +5 +04
Indian Male 10 06 5 03 +5 -03
Female 5 03 3 02 -2 -01
Other Faculty 1,370 100 0% 1,355 100 0%
White Male 743 54 2 668 49 3 -75 -49
Female 387 28 2 486 359 +99 +77
Black Male 33 24 21 15 -12 09
Female 15 11 17 13 +2 +02
Hispanie Male 72 53 35 26 -37 27
Female 36 26 15 11 -21 -15
Asian Male 55 40 7 57 +22 +17
Female 15 11 28 21 +13 +10
Indian Male 12 09 5 04 -7 -05
Female 2 01 3 02 +1 +01

Executive/Administrative/Managerial

White Male
Female
Black Male
Female
Hispanic Male
Female Comparable Data Not Available
Asian Male
Female
Indian Male
Female

Source Cehfornia Postsecondary Education Commission
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Mainority faculty The proportion of tenured faculty
positions held by minorities at the State University
increased for all minority groups by a total of 29
percentage points to 11 9 percent, but among tenure-
track faculty their 0 1 percentage-point gain was in-
significant Among “other” faculty, they decreased
their proportion by 2 6 points Black and Hispan:e
faculty decreased their propertion 1n both non-ten-
ured categories, while Asian faculty increased theirs
-- by 48 percentage points among tenure-track
faculty, and by 2 7 points among “other” faculty

Women and minority adminisirators Comparable
data regarding State University administrators 1s
not available between 1977 and 1985 due to changes
made by the State University in its definitions of
personnel in this category

Results at the California Community Colleges

During the eight-year period, the enrollments and
staff of Califorma’s Community Colleges decreased
By 1985, the Community Colleges employed 3,101
fewer full-time faculty and 160 fewer administrators
than in 1977 The composition of their faculty and
adminustrative staffs differed from the other seg-
ments as well (Displays 9 and 10, pages 15-17)

Women faculty While the proportion of women fac-
ulty 1increased 1in the Commumty Colleges’ tenured
and "other” faculty categories, 1t decreased among
tenure-track faculty by 3 6 percentage points Wom-
en increased as a proportion of tenured faculty by 2 4
percentage points, to 32 6 percent, and as a propor-
tion of “other” faculty by 20 9 percentage points, de-
spite the fact that the numbers of both men and
women of all ethnic groups declined Indeed, among
“other” faculty, white women increased their pro-
portion by 18 2 points to 48 8 percent -- thereby sur-
passing the proportion of white males

Minority faculty Ethme minorities increased as a
proportion of Community College tenured faculty by
2 8 points to 14 2 percent of the total However, they
decreased as a proportion of tenure-track faculty by
4 8 points and of "other” faculty by 1 2 points Asian
faculty gained in each of the three faculty categor-
1es, while both Black and Hispanie faculty decreased
as a proportion of tenure-track faculty and Hispanic
faculty decreased as a proportion of “other” faculty

Women and munority adminustraiors  Among Com-
munity College administrators in 1985, 30 2 percent
were women and 22 7 percent were minorities -- an
increase of 9 2 and of 7 0 percentage points, respec-
tively, since 1977 As at the University, the in-
creased percentage of Commumnity College adminis-
trative positions held by women was due largely to
increases among white women However, Hispanic
and Black Community College administrators both
increased their proportion to a greater extent than
did Asian administrators, although the level of their
employment 1s not known

In summary, because of greater losses of men than of
women, the proportion of women inereased among
the Community Colleges’ tenured and “other” facul-
ty as well as among administrators The number of
white tenured faculty and admumisirators went
dowrn, while the number of minorities went up Asa
result, the proportion of positions held by minorities
increased

Summary of findings

Six faets stand oul from the data 1n this report

1 White women have enhanced their number and
relative proportion 1n both faculty and admims-
trative categories between 1977 and 1985, while
the proportion of white males i1n both categories
has decreased However, white males continue to
dominate numerically in both categories

2 Ameong ethnic minonities, the greatest proportion
al increases have occurred among Asian male ten-
ured faculty

3 As a proportion of tenured faculty, ethnic minor
1ties have made their greatest increases in the
Community Colleges and their least 1n the Umi-
versity of Califorma, while women have made
their greatest increases in the Umiversity and
least in the State University

4 Between 1977 and 1985, the number of tenure-
track faculty in the University of Califorma de-
creased by 455, or 29 9 percent, while underrepre
sented minorities among these faculty decreased
by 63, or 42 9 percent Tenure-track faculty in the
State University declhined by 127, or 7 7 percent
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DISPLAY 8  -Percent (and Number) of Full-Time Faculty and Administrators by Category, Sex, and

Ethnicity Among New Hires, Promaotions, and Separations at the Californua Staie

Unwersity, Fall 1977-1979 and Fall 1983-1985*

Cateqory

Tenured Faculty

White Magle
Female
Black Male
Female
Hispanic Male
Female
Asian Male
Female
Indian Male
Female

Non-Tenure on-Track

White Male
Female
Black Male
Female
Hispamue Male
Female
Asian Male
Female
Indian Male
Female

Other Faculty

White Male
Female
Black Male
Female
Hispanic Male
Female
Asian Male
Female
Indian Male
Female

Executive/Admimistrative/ (1,292)

Managerial

White Male
Female
Black Male
Female
Hispame Male
Female
Asian Male
Female
Indian Male
Female

1977 % % New
of Category Hires
{8,949) (67)
100% 100%
751 6817
157 149
15 15
03 00
16 45
03 15
43 30
06 15
03 15
00 30
(1,643) (334)
100% 100%
581 56 0
236 249
35 20
25 14
40 53
19 27
40 50
15 15
06 07
03 03
(1,370) 13,889)
100% 100%
54 2 569
282 254
24 21
11 09
53 52
28 30
40 46
11 12
09 05
g1 02
1221)

100% 100%
728 252
143 204
43 54
12 36
43 95
04 09
16 23
o7 23
02 03
01 00

1977 1979

%

Promotions

(2,0086)
100%
66 7
206
19
10
26
08
45
11
04
02

{135)
nfa
58 5
2317
22
30
30
00
T4
15
07
00

(88)
100%
739
14 8
11
00
34
34
11
11
00
11

(158)
100%

5717
237
32
19
38
19
38
06
06
26

Percenrage
% 1979 % 1977 79
Separations of Category Crange
(740 {9,00M)
100% 100%
719 741 -10
220 15 8 +01
15 17 +02
05 06 +01
08 19 +03
04 04 +01
20 44 +01
07 08 +02
01 03 00
00 0o 00
{480} (1,374}
100% 100%
348 585 =04
229 237 +01
50 25 10
37 17 -08
56 39 01
17 20 +01
44 53 +13
10 12 03
04 a7 +01
04 04 +01
(3,218 (1,110}
100% 100
573 517 25
249 34 4 +62
22 20 04
12 15 +0 4
52 25 28
27 16 -10
46 48 08
12 10 -01
05 04 03
02 01 00
{243) {1,290)
100% 100%
650 681 -4 7
193 180 +37
25 47 +04
23 16 +04
53 47 +041
04 035 +01
21 16 00
29 05 -02
00 02 00
00 01 00

*Administrator data 1s for 1979 1981 through 1983-1985 Admunistrative personnel were reclassified during the 1983-1985 period
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1983-1985

1983-85 1977-1985
1983 % % New % e % 1985 % Percentage Percentage
of Category Hirgs Promotions Separations of Category Change Change
(8,810 (243) (872) (1,323) (8.963)
100% 100% 100% 100% 100%
T 733 59 4 818 709 08 -42
168 115 267 123 172 +04 +135
18 25 25 10 18 ¢o +03
07 08 13 04 07 00 +02
23 16 32 11 295 +02 +03
05 04 09 03 06 +01 +03
50 95 36 28 52 +02 +09
g8 04 02 05 08 00 +02
03 00 06 00 03 00 00
01 00 03 00 g1 00 +01
(1,372 (820) (154) (324) {1,516
100% 100% 100% 100% 100%
558 548 333 559 531 217 -5 0
26 5 276 435 25 3 284 +19 +48
22 08 71 12 16 06 -19
11 08 19 15 13 +02 -12
34 29 32 46 30 04 -10
09 138 i3 69 17 +038 02
75 90 39 80 84 +09 +44
22 17 00 19 19 03 +04
01 06 06 00 03 +02 -03
04 01 00 co 02 02 01
(1,321) (2,519) (5) (1,267) (1,355)
100% 100% 100% 100% 100%
539 523 600 56 1 49 3 46 -49
319 332 400 298 359 +4 0 +77
13 16 00 19 13 +02 09
10 09 00 11 13 +03 +02
28 27 00 23 26 02 27
15 10 00 12 11 -04 -15
51 61 00 57 57 +02 +17
18 17 00 14 21 +03 +10
03 04 00 02 04 +01 -65
03 02 00 04 02 01 +01
{1,342) 397) (478) (1,323 (2.308)
100% 100% 100% 100% 100%
6350 53 4 431 54 3 330 120 198
197 270 358 293 27 4 +77 +131
45 38 59 50 60 +15 +17
17 15 40 18 23 +06 +11
48 33 217 29 47 01 +~04
10 13 29 21 16 +06 +12
18 238 27 25 23 +03 +07
09 20 235 18 20 +11 +13
04 05 00 04 04 00 +02
01 03 04 00 03 +02 +02

Suurce Caluurnia Postseconaary Edocativs Comelasiv
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while underrepresented minorities declined by
87, or 41 4 percent Community Colleges had the
greatest loss -- a decline of 798, or 46 8 percent, 1n-
cluding 175 underrepresented minorities, o1 63 6
percent This represents a serious decline n the
short-run of the pool of underrepresented minor1-
t1es most likely to be chosen for tenured positions

The segments have increased the gender and eth-
nic diversity of their admimstrators as a whole to
a much greater extent than that of theiwr faculty,
which has changed only mimimally 1in the past
eight vears

Each of the segments has created programs for re-
cruiting, upgrading, promoting, and retaining
women and munority faculty members and staff
Nonetheless, progress in enhancing diversifica-

14

tion has been slow, and women, Blacks and His
panics remain seriously underrepresented among
both faculty and admimistrators in all three seg
ments
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DISPLAY 9 Number and Percent of Full-Time Faculty and Admunistrators by Category, Sex, and
Ethnicity at the California Community Colleges, Fall 1977 and Fall 1985

1977 1985 1977 1985
Qccupational Activity Number Percent Number Percent Number Percent Change
Tenured Faculty 14,094 100 0% 12,792 100 0%
Whate Male 8,846 62 8 7,552 590 -1,294 -3 8%
Female 3,643 258 3,423 26 8 -220 +10
Black Male 326 23 323 25 -3 +02
Female 264 19 278 22 - 14 +03
Hisparnic Male 443 31 463 34 =20 +035
Female 182 13 218 17 -+ 36 +04
Asian Male 177 13 236 18 + 59 +03
Female 154 11 213 17 + 64 +08
Indian Male 44 03 53 04 +9 +01
Femaele 15 01 28 02 ~13 +01
Tenure-Track Faculty 1,705 100 0% 907 100 0%
White Male 693 40 6 425 469 -268 +63
Female 655 384 336 70 -319 -14
Black Male 53 31 32 35 -21 +~04
Female 76 45 19 21 -a7 24
Hispanic Male 6 45 18 20 58 -25
Female 59 35 22 24 -37 11
Agian Male 29 23 21 23 -18 00
Female 43 25 25 28 -18 +03
Indian Male 4 02 5 06 +1 +041
Female 7 04 4 04 -3 00
Other Faculty 1,122 100 0% 121 100 0%
White Male 608 54 2 45 372 -583 -170
Female 343 306 59 48 8 -284 -182
Black Male 17 i5 3 25 -14 +10
Female 27 24 2 17 -25 07
Hispanie Male 18 43 1 08 -47 39
Female 45 10 3 25 .42 -15
Asian Mazle 13 12 0 00 -13 12
Female 18 16 7 58 -11 -42
Indian Male 2 02 0 00 -2 02
Female 1 01 1 08 0 +07
Executive/Administrative/Managerial
2,384 100 0% 2,224 100 0%
White Male 1,615 67 7 1,216 547 -399 -13 0
Female 389 16 3 502 22 8 +113 +~63
Black Male 122 51 140 63 ~18 +12
Female 43 18 7 32 +29 +14
Hispanic Male 115 18 153 69 +38 +21
Female 13 05 29 27 - 16 +03
Asian Male 46 19 59 27 +13 +03
Female 20 08 31 14 +11 +086
Indian Male 16 07 15 o7 -1 00
Female 5 02 7 03 +2 +01

Source Califorma Postsecondary Education Commission
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DISPLAY 10 Percent (and Number) of Full-Time Faculty and Administrators by Category, Sex, and
Ethnictty Among New Hires, Promotions, and Separations at the California
Community Colleges, Fall 1977-1979 and Fall 1983-1985

L8977 1979
~ Percentage
1977 % % New % o 1979 % 1977 79
Category of Cateqgory H.res Proametions Separations of Category Change
Tenured Faculty (14,094 {376 {185 (978 (14,626)
100% 100% 100% 100% 100%
White Male 628 410 539 58 6 609 -19
Female 258 340 370 338 28 3 +035
Black Male 23 45 12 09 286 +03
Female 19 56 o0 11 21 +02
Hispanie Male 31 53 55 22 33 +02
Female 13 59 24 16 16 +03
Asian Male 13 16 00 035 13 +02
Female 11 19 00 08 12 +01
Indian Male 03 0o 00 01 03 00
Female 01 03 00 02 01 00
Non-Tenure on-Track (1,705) (883) (19) (163) {1,013)
100% 100% 100% 100% 1002
Whate Male 4086 419 42 1 394 44 0 +31
Female 384 41 1 47 4 436 37T 07
Black Male 31 11 oo 24 15 -18
Female 43 28 53 386 32 -13
Hispanie Male 435 45 00 43 14 -01
Female 35 23 53 30 35 00
Asian Male 23 25 00 086 21 -02
Female 25 28 po 24 26 +01
Indian Male 02 02 00 00 05 +03
Female 01 03 00 00 06 +02
Other Faculty (1,122) {302 {47) (71 (315)
100% 100% 100% 100% 100%
Whate Male 54 2 341 319 197 438 -104
Female 3086 44 4 29 8 49 3 359 +53
Black Male 15 26 64 14 25 +10
Female 24 73 191 141 T8 +52
Hispanie Male 43 43 0o 70 54 +11
Female 40 33 85 586 29 -11
Asian Male 12 20 21 14 06 -086
Female 16 20 21 14 13 03
Indian Mazle 02 00 00 00 00 02
Female 01 00 00 00 00 01
Executive/Administrative/ (2,384) (302) (368) (328) (2,480)
Managerial 1004 100% 100% 100% 100%
White Male 677 56 3 497 655 64 7 30
Female 16 3 219 299 1938 17 2 ~-09
Black Male 51 60 62 24 56 +03
Female 18 36 30 21 23 403
Hispanie Male 48 50 54 55 57 +03
Female 05 13 14 12 08 +03
Asian Male 19 26 16 12 19 6o
Female 08 23 19 12 10 +02
Indian Male 07 07 08 03 06 01
Female 02 03 00 06 02 00

Source Califorma Postsecondary Education Commission
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1983-1985

19832-85 1977-85
1983 % % New Y% % 1985 % Parcentage Bgrcentage
of Cateqory Hires Promotions Separations of Cateqory Change Change
(13,922) (2186) (223) (2,017 (12,792)
100% 100% 100% 100% 100%
591 449 493 55 4 590 01 -38
272 398 323 342 268 -04 +10
25 00 58 11 25 00 +02
22 19 27 22 22 00 +03
34 42 49 22 36 ~02 +05
17 23 31 21 17 ¢o +04
17 37 09 10 18 +01 +03
16 28 09 10 17 +01 +06
04 00 00 04 04 00 +01
02 05 00 03 02 00 +01
(638) (941) (41) (178) (907
100% 100% 100% 100% 100%
514 42 2 415 433 46 9 -4 5 +63
335 389 n7 354 370 +35 -14
27 490 73 22 35 +08 +04
22 33 98 435 21 -01 214
30 26 00 415 20 -10 -25
24 30 49 28 24 00 -11
19 24 24 22 23 +04 00
25 30 24 39 28 +03 +03
03 03 00 11 06 +03 +04
02 03 00 00 04 +02 0o
(298) (128) €} (238) (121}
100% 100% 100% 100% 100%
470 328 250 298 372 98 -170
413 48 4 125 48 7 438 +75 +182
17 31 00 17 25 ~-038 +10
10 31 250 59 17 +07 07
30 16 00 29 08 22 -35
20 31 00 35 25 —-05 -15
13 23 00 21 0o -13 12
13 39 250 17 58 +45 -42
03 08 125 08 00 03 -02
10 08 00 08 08 02 +07
(2,349) (266) {333 (448) (2,224
100% 100% 100% 100% 100%
579 440 529 589 547 -32 -130
203 342 288 246 226 +23 +63
61 64 54 29 63 +02 +12
31 23 27 20 32 +01 +14
66 68 T2 56 69 +03 +21
15 19 18 22 27 +12 +08
24 34 03 22 27 +03 ~-08
12 11 06 11 14 +02 ~06
05 ca 03 02 07 +02 00
03 00 00 02 03 00 +01
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1. INTRODUCTION

Under Section 66903.1 of the State Education Code (Assembly Bill No. 605), the
University of California is required to submit on a biemmial basis to the
California Postsecondary Education Cammssion a report on the representation
and utilization of minorities and women among its academic, administrative,
and other employees. In addition, the University is required to provide
narrative evaluations of its affirmative action progress.

The purpose of this report is to comply with AB 605 by providing informa::
vhich describes the University's statistical progress, as well as its
initiatives in affirmative action programs, as of 1985.

23



IT1. ACADEMIC AFFIRMATIVE ACTION
A. Academic Emplovees: A Statistical Profile

This section discusses the data presented in Tables II-1 through II-4,

Table II-1 illustrates changes between 1977 and 1985 in the mmber and pro-
portion of minorities and women among full-time UC academic employees, which
includes both ladder rank and non-ladder rank faculty. During this time
period, women gained representation in all ranks, advancing from 679 (10.27)
to 949 (13.3%) among the ladder ranks, and from 1698 (25.3%) to 1797 (32%)
among the non-ladder ranks. Among minority groups, Asian men also made gains
during this time period, from 274 (4.1%7) to 380 (5.31) among the ladder ranks,
and from 708 (5.37) to 818 (6.4%7) among the non-ladder ranks. Other minority
groups, however, have made little or no progress. Slight increases in the
rumber of Black and Hispanic males among the ladder ranks -- Blacks from 99
(1.5%) to 103 (1.41), and Hispanics fram 146 (2.2%) to 168 (2.1%) -- reflect
advancement into the temred ranks of assistant professors hired in the late
1970s. Among the non-tenured ranks, the mumber and proportion of Black males
has dramatically declined from 40 (2.7%) to 14 (1.3%). Hispanic males also
have declined fram 63 (4.27) to 36 (3.47). With regard to Asian, Black and
Hispanic women ladder-rank faculty, the mmbers have increased slightly, but
the proportions remain still very small, as of 1985, Asian women account

for 47 (0.77), Hispawuc women 39 (0.5%), and Black women 28 (0.42) of the
total ladder-rank faculty.

These patterns are highlighted in Table II-2, which presents a summary of the
changes in mmber and percentages of women and underrepresented mnority
groups (Blacks, Hispanics, and American Indians) among the ladder-rank faculty
between 1977 and 1985. Among full professors, the total rmumber during this
period increased fram 3454 to 4540, representing a percentage change of 31.47.
For wormen full professors, the percentage change was 2.8%, and for under-
represented minority full professors, the percentage change was 1.0%.
associate professors, where the overall mumber of faculty declined from 1565
to 1386, representing a percentage decrease of 11.4%, the change in the number
of women, fram 159 to 283, represents a percentage increase of 10.3%.
Underrepresented minorities also gained in numbers and percentages

assoclate professors, fram 75 to 100, a percentage increase of 2.47.

assistant professors, the percent representation of women increased by 67 and
the percent representation of minorities decreased by 1.7Z, compared to an
overall percentage decrease of 28.37 for all assistant professors. However,
the number of women assistant professors declined frem 336 to 305, and among
underrepresented minority assistant professors, both the rumbers and
percentages decreased from 142 (9.67) to 84 (7.97).

Turning now to Table ITI-3 which presents data regarding new appointments to
the ladder-rank faculty between 1977 and 1985, we note the persistence of
these patterns. Although the number of newly appointed ladder-rank faculty
women declined from 180 to 117 during this time period (these figures
represent new appointments accumilated over two-year periods), the proportion
of women among new ladder-rank faculty appointments increased from 21.67 to
23.27. Similarly, although the mumber of newly appointed Asian men declined
slightly from 48 to 42, their proportion among new appointments increased from
.87 to 8.37. The mmber of newly appointed Asian women also declined, from
11 to 8, while their proportion increased from 1.37 to 1.6%. Ameng Hispanic
women, both their mmber and proportion rose slightly, from 5 (0.6%) to 9
(1.8%). However, the mmber of Hispanic men decreased from 23 to 14, and
their proportion has remained the same at 2.87. Finally, among newly
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appointed Black faculty, the mmber and proportion of both male and female
faculty has declined. For newly appointed Black male professors the decline
has been from 16 (1.97) in the period 1977 to 1979 to 6 (1.2%) in the period
1983 to 1985, and for Black women professors, the decline has been from 5
(0.67) to 1 (0.27).

Table II-4 indicates the mmber and percentages of separations and pramotions

the ladder-rank faculty by ethnicity, sex, and rank fcr the years 1983
to 1985. During this time period, women received 25.7% of the pramotions of
assistant professors to associate professors, which, when compared to the
percentage of women among the new appointments of assistant professors in the
years 1979 to 1981, 23.87, indicates they are being pramoted in roughly the
same proportion as they are hired. (As a point of reference, white male
assistant professors received 747 of the promotions to associate professors in
the same time period, whereas their proportion among the new appointments of
assistant professors from 1979 to 1981 was 677.) The total proportion of
women recelving promotions (to full as well as to associate professor) from
1983 to 1985 was 20.27, corpared to 13.3%, the total proportion of women among
the ladder-rank faculty in 1985. Similarly, the proportions of Black and
Hispanic professors receiving pramotions, 2.6%Z and 4.17, respectively,
campares favorably with the:r representation among the 1985 ladder-rank
faculty, 1.8%7 and 2.9%, respectively. Among Asiams, the proportion of
professors promoted -- 5.47 -- was slightly less than the Asian proportion of
the ladder-rank faculty, or 6.07%.

Regarding separations between 1983 and 1985, the proportions of women and
minorities separating from the faculty (for reasons other than death or
retirerent) was generally higher than their proportion in the total
ladder-rank faculty: 15.6% for women (compared to 13.37), 3.8% for Blacks
(compared to 1.8Z), 4.27 for Hispanics (compared to 2.9%), and 6.1% for Asians
(campared to 6.0%). (As a point of reference, the proportion of separations
represented by white male ladder-rank faculty, 72.6%, was lower than their
proportion among the total faculty, which in 1985 was 77.3Z.) These
differential rates of promotion and separation indicate the need for vigorous
recruitment and retention programs for women and underrepresented minority
ladder-rank faculty.

B. Academic Affirmative Action: Programmatic Evaluations

This section examines academic affirmative action programs initiated by the
University to improve the representation of minority and women faculty. While
same progress has been made, much better representation can and must be
achieved. To increase the availability of qualified women and minority
candidates for faculty recruitment, the University has undertaken a
camprehensive and coordinated approach to the problem, one that attempts to
recognize and address conditions underlying minority underrepresentation at
all levels of the educational system. Affirmative action programs have
recently been initiated for UC faculty, graduate and undergraduate students,
and the University is also actively involved in programs to strengthen the
educational preparation of California students in the K-12 schools. This
section of the report provides a description and assessment of academic
affirmative action programs that reflect the University's active and
contimuing commitment to improving the representation of minority faculty,
graduate students, and women in the high demand disciplines.



1. Faculty Hiring and the Targets of Opportumity for Diversity Program (TOP)

UC faculty hiring begins with an assessment of disciplinary needs at the
department or professional school level. A last of open faculty positions is
then developed and widely advertised. Applications from women and minorities
are especially encouraged, and recruitment is carefully monitored to ensure
that the pool of candidates includes appropriate ethnic and gender diversity,
and that departmental review of women and minority candidates has been
thorough. Following these procedures, between 1983 and 1985, the University
appownted a substantial proportion of ethnic minority and women assistant
professors. Women accounted for 29.27 of newly hired assistant professors,
and ethnic mnorities (including Asians) for 16.97. Table II-5 presents a
caparison with national availability data (Table II-6) of the mubers of LC
assistant professors hired by discipline (excluding health science, law, and
business where it is difficult to predict new appointments by Ph.D.
discipline). Based on the available proportion of minority Ph.D, degree
holders weighted by discipline, the mmber of minorities hired -- 37 --
exceeded the mmber expected -- 25, and the number of women hired -- 54 -- was
only slightly less than the mumber expected -- 57.

To enhance these continuing efforts, the University has initiated the Targets
of Opportunity for Diversity Program (TOP) whereby additional faculty
positions can be allocated to recruit highly qualified minority or women
candidates identified in the course of regular recruitment. Since 1982, there
have been 41 such TOP appointments- 13 minority men, 13 minority women, and
15 white women in disciplines where they are underrepresented.

2. UC Faculty and Graduate Student Affirmative Action Programs

To increase the availability of qualified minority and women candidates for UC
faculty appointments, the University has recently instituted several
affirmative action programs affecting faculty and graduate students. The
Faculty Career Development Program, funded by the state since 1978, provides
research support for minority and women assistant professors, and serves as an
incentive in the recruitment of minority and women faculty. Approximately 100
awards, averaging $4,000 each, are made ammually. Recognizing the need for
additional and more sustained support, the University recently initiated a
special Pre-Terwre Award program with grants ranging from $12,000 to $30,000
for released time as well as research support. Starting in 1986-87, these
awards will be made to minority and women assistant professors who are
regarded as highly promising, but need released time from teaching and
University service to fulfill their scholarly promise and produce work of
sufficient quality to achieve temrre.

Other recent affirmative action initiatives include:

@ The President's Fellowship Program: Since 1985-86, this program has
provided postdoctoral fellowships to outstanding mnority and women Ph.D.
degree holders to encourage their entry into academic careers and enhance
their qualifications for faculty appointment. During 1986-87, there will be
thirty-seven fellows (twenty first-year fellows selected from an applicant
pool of 200, and seventeen renewals). Current fellows include eleven minority
men, eleven minority women, and fifteen white women in mathematics and
science. Three of the first-year fellows have received faculty appointments.

° Dissertation-Year Awards: This is a new program that in 1986-87
will provide dissertation-year support to sixteen promising minority Ph.D.
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candidates, at least one from every campus, allowing them to devote full
attention to completing their degrees, and encouraging them to consider
academic careers,

° Research Assistantship/Mentorship Program: This program, which has
been in place since 1984, provides approximately 100 academically talented
minority and women graduate students with a half-time research assistantship
under faculty guidance, to encourage the development of advanced research
skills and to provide students with incentives to complete their graduate
studies.

¢ Graduate Student Outreach: To increase the representation of
minority graduate students, a program of outreach and recruitment activities
targeting academically talented undergraduates has been supported by
University Education Fees, and, starting in 1986-87, will receive additional
state support as well. Among efforts that have proven effective in increasing
minority enrollments are summer 'bridge' programs, campus visits by students,
and faculty involvement in recruitment.

The University is currently seeking budget augmentations in 1987-88 for each
of these academc affirmative action programs, as follows:

Current Funding Budget Augmentation

Pre-Terure Awards $250,000 $400, 000
President 's Fellowship 770,000 350,000
Dissertation-Year Awards 200,000 400,000
Research Assistantship/Mentorship 500,000 500,000
Graduate Outreach 350,000 300,000

Totals $2,070,000 $1,950,000

Although these new programs have had same encarrag,ing results, it is still too
soon to assess their full impact. The University's broad set of initiatives
in the area of academc affirmative action, however, clearly indicates that
the University is aware of the problems and challenges it faces in improving
the representation of minorities and in some disciplines, women, at the
graduate level and on the faculty. The expansion and strengthening of
academic affirmative action programs is among the University's top priorities.
The University recognizes that much more can end must be done. But to be
responsive to the changing demographics in the State of Califormia --
minorities are expected to constitute a majority of the State's school-age
population, and over 40 percent of the total State population within the next
15 years -- will require more than understanding and commtiment, Significant
additional resources are needed to undo longstanding patterns of under-
representation and to extend improved educational opportunities to minority
children, starting in elementary school or earlier, so as to ultimately
reverse the current lack of representation among University graduate students
and faculty.
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AMERICAN
INDIAN

£
0.3
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0.2
23
0.2
1
0.1
25

....................... o
GRAND HEN
TOTAL  TOTAL  MHITE  BLACK  MISP AS1
NON-LADDEF RANKS
1977 Nuaber 670 3011 4355 84 113
Percent 100.0 4.7 649 13 1.7
197¢ Nusber 779 4903 4204 75 153
Perzent 1008 7.3 62.0 1.1 e.3
1981 Mumser 1 3540 3040 52 !
Percent 100.0 89.7 5.5 1.6 1.8
1983 Nuaber 530 3653 Juda 43 118
Percent 1ou,0 48.7 57.5 ¢.B 2.2
1985 Number 5621 38es 3ees 3 113
Fercent 100,06 68.0 57.4 .7 2.0
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1977 Musber 13339 10962 9749 183 259
Fercent 100,90 Ba.2 73.2 1.4 1.9
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1983 Nuaber 18270 9744 8528 143 283
Percent 106,0 79.4 69.5 1.2 2.3
1985 Nuater 12732 %984 B720 142 2f1
Percent 100.0 78.4 48.5 1.1 2.2

Source: Bienmial Higher Education Staff Inforaation (EEG-5) Reports
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Since 1979, Student Aszistant titles have been excluded fros the Non-Ladder Ranks and Total Academic Workforce data
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3.0 0.1
178 15
b3 0.1
coe 13
1.5 0.1
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218 12
1.7 0.



L

Table I11-2
UNIVERSITY OF CALIFORNIA

NUMBER, PERCENTAGE AND PERCENTAGE CHANGE OF LADDER-RANK
UNDERREPRESENTED MINCRITIES AND WOMEN
1977 TO 198S

PERCENT
NUMBER REPRESENTATION PERCENT

RANK 1977 198S 1927 1985 CHANGE
PROFESSORS

Underrep Min 88 1&62 2.5 3.6 +1.0

Women 142 316 4.1 7.0 +2.8

All 3454 4540 100.0 100.0 +31.4
ASSOCIATE PROFESSORS

Underrep Min 73 100 4.8 7.2 +2.4

Women 1359 283 10.2 20.4 +10.3

All 1365 1386 100.0 100.0 -11.4
ASSISTANT PROFESSORS

Underrep Min 142 84 2.4 7.9 -1.7

Women 3346 305 a2.6 28.46 +5.0

ALl 1486 1046 100.0 100.0 -28.3
ALL RANKS

Underrep Min 303 344 4.7 4.9 +0.2

Women &37 904 .8 12.9 +3.1

All 86305 4992 100.0 100.0 +7.9

Note: Underrepresaented Minorities includes Blacks, Hispanics and
Ameri1can Indians only. Finer breakdowns for specific minority
groups are shown in Table 1.

Saurce: Higher Education Staff Information (EEO0-6) Reports.
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ITI. STAFF AND MANAGEMENT AFFIRMATIVE ACTION

A, Statistical Profile

Over the decade between 1975 and 1985, the University has achieved significant
gains in the representation of both minorities and women in staff and manage-
ment positions.

Table III-1 illustrates changes over time in the proportion of minorities and
women within each of the EEO-6 categories for staff and management: Exec-
utive/Administrative/Managerial, Professional/Non-Faculty, Secretarial/
Clerical, Technical/Paraprofessional, Skilled Crafts, and Service/Maintenance.
The first four colums of Table III-1 show the percentages of both minorities
and women within each FEO-6 category during the years 1975 and 1985, respec-
tively, The fifth and sixth colums show percentage changes between 1975 and
1985 for minorities and women within each occupational category.

As Table III-1 indicates, minority representation has improved in all EEO-6
categories for staff and management since 1975. In the Executive/Adminis-
trative/Managerial category, the proportion of minorities rose by 4.3 percent,
and minorities now represent 14.4 percent of this occupational category. The
largest gains in minority representation occurred in the Skilled Crafts and
Service/Maintenance categories, where the proportion of minorities increased
by 7.9 percent and 8.0 percent, respectively; minorities now comprise 26.8
percent of the Skilled Crafts and 66.8 percent of the Service/Maintenance
category. Minorities alsc increased by 6.8 percent in the Secretarial/
Clerical category, to 35.2 percent of the total, and by 4.8 percent in the
Technical /Paraprofessional category, where they now comprise 39.4 percent of
the total.

Women gained in four of the six EEO-6 categories for staff and management.

The most dramatic gain occurred in the Executive/Administrative/Managerial
category, where the proportion of women increased by 19 percent; women now
camprise 42.8 percent of executives, administrators, and managers at the
Unmiversity. The proportion of women also increased, by 7.8 percent, in the
Professional/Non-Faculty category, where they now comprise 69.6 percent of the
total; by 3.1 percent in the Technical/Paraprofessional category, where women
are now 32.8 percent of the total; and by 3.8 percent in the Skilled Crafts,
where women currently comprise 6.4 percent of employees in this occupational
category.

The proportion of women decreased in two categories. Women decreased by 2.6
percent in the Service/Maintenance category and now comprise 33.5 percent of
employees in this occupational group. The proportion of women also decreased,
by 1.3 percent, in the Secretarial/Clerical category. However, the latter
change may be viewed as a positive result from the standpoint of affirmative
action, reflecting inroads in diversifying an historically female-dominated
occupational category; women now comprise 85.5 percent of employees within
this occupational group.

In summary, the statistics show overall progress for both minorities and women
within almost all categories of staff and management at the University of
California. Minorities have made consistent gains in all occupational cate-
gories over the past decade., Women, as a group, achieved the most dramatic
gains at the uppermost levels of the staff workforce.

- 14 - 37
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TABLE TIII-1

Percent and Percentage Change of

Minorities and Women within EBO-6é Categories

for Management and Staff Persormel

1975 1985
Percent Percent

EEO-6 Category

Mincrities Women Minorities Wamen

Executive/
Administrative/ 10.1 23.8 14.4

Managerial/

Professional/
Non-Faculty 18.8 61.8 23.3

Secretarial/

Clerical

28.4 86.8 35.2

Technical/
Paraprofessional 34.6 49.7 39.4

Skalled
Crafts

Service/

18.9 2.6 26.8

Maintenance 58.8 36.1 66.8

Source:

42.8

69.6

85.5

52.8

6.4

33.5

Percentag
1975-1985

e

Minorities Women

+.3

+19.0

+7.8

-1.3

+3.1

+3.8

-2.6

Biermial EEO-6 Reports. Breakdowns for individual minority groups
are showm in Table A-1 in Appendix. Table A-2 in Appendix provides
more spec1f1c data on the distribution of employees by sex within

each minority group.
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B. Programmatic Evaluations

This part of the report examines affirmative action programs for staff and
management, with emphasis on the University's Employee Affirmative Action
Development Programs.

The University of California follows a general policy of employee development
for all staff and management persomnel, irrespective of sex, race, ethnicity,
or other non-job-related personal characteristics. Under this general policy,
any employee may apply to his or her supervisor or department head to partici-
pate in on- or off-campus training programs, courses, seminars, couferences,
and simlar activities aimed at uproving employees' performance in their
present jobs or developing the skills, knowledge, and experience necessary for
advancement and job mobility. Depending on the availability of departmental
funds, the supervisor's assessment of the enployee's training needs, and
workload constraints, the department may provide support in the form of
release time and/or payment of fees to participate in the program. Also under
this policy, any career employee who meets the admission requirements of the
University is eligible for a two-thirds fee reduction in order to enroll in
regular academic coursework.

In addition to, and distinet from, such general employee development activ-
ities is the Employee Affirmative Action Development Program. The Program was
initiated in 1978 with $604,700 in State General Funds and $300,000 in Univer-
sity Opportunity Funds. It is intended to provide employee training and
development in support of equal employment opportunity and affirmative action

for targeted groups, primarily minorities and women.

It is important to keep in mind the relationship between the Employee Affirm-
ative Action Development Program and the University's broader affirmative
action persommel program, established in 1973 pursuant to Executive Order
11246 and the 1972 Education Amendments to Title VII of the Civil Rights Act.
Under the Executive Order, campuses are required to develop written Affirm-
ative Action Plans, including identification of "goals and timetables" for
hiring members of protected classes, and to establish rmumerous other admini-
strative procedures in order to implement such Plans and monitor canpliance
with Federal regulations. Throughout most of the 1970s, the University's
affirmative action efforts were focused in that area, concentrating particu-
larly on outreach and external recruitment activities in order to attract
minorities, women, and other protected-class members into areas of the
University workforce where they were underutilized.

By the late 1970s, however, it became apparent that mere compliance with
Federal regulations was not sufficient, and that additional programmatic
efforts were needed. Although formal Affirmative Action Plans and hiring
goals were effective in bringing greater mmbers of minorities, women, and
other protected-class members into the University workforce, a complementary
strategy was needed in order to expand career development and advancement
opportunities for those entering and already in the workforce.

The Fmployee Affirmative Action Development Program was instituted with this
objective in mind. The primary targets of the Program are minorities, women,
and other protected-class members who are current employees of the University.
Program funds are reserved exclusively for employee training and development

"16' 39



activities, as distinct from administrative expenditures for the University's
affirmative action program.

l, Owverview

The Employee Affirmative Action Development Program consists of three separate
components for faculty, staff, and management. The following sections review
the Staff Affirmative Action Development Program and the Management Fellowship
Program.

Staff and management programs are offered and administered at the

level, based on general guidelines established by the Office of the President.
Guidelines issued by the Office of the President for the Staff Affirmative
Action Development Program include the following:

Priority should be given to funding projects which address the training
and development needs of women and minority employees, particularly where
such projects may assist in qualifying women and minorities for positions
showing underutilization of protected classes, as identified by the
(campus) affirmative action officers.

Funds allocated under this program are not intended to be used for indi-
rect costs such as administrative salaries or office space.

Within these general guidelines, campuses are permitted considerable flexi-
bility in designing specific programs tailored to their specific needs. The
range of programmatic offerings in the staff development area is quite diver-
sified:

Career Development Workshops

Staff Affirmative Action Scholarships
Technical Skills Training Programs
Staff Affirmative Action Intemships
Management Skills Assessment Program

QoQo0QoO

Each of these types of programs is reviewed below.

The Management Fellowship Program is characterized by a more wniform approach
across campuses. The key feature of this program is the placement of selected
Fellows under the mentorship of a senior management official. Fellowship
funding is contingent upon approval by the Office of the President based on
review of campus proposals. As indicated in the prograc guidelines, priority
is given to finding proposals which are "responsive to future management needs
and affirmative action goals of the campus for specific protected classes,"
and where the Fellowship will "provide an experience which significantly
enhances the recipient's ability to compete more effectively for University
management positions." Both senior-level staff and faculty members may be
recipients of a Management Fellowship award.

2. Eveluation Criteria
The Staff Affirmative Action Development Program and the Management Fellowship
Program are evaluated regularly by campuses and the Office of the President.

For purposes of this review, three main criteria will be considered: target-
ing of intended groups, program costs, and program effectiveness.
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a) Targeting of intended groups. This refers to the demographic profile of
program participants, specifically their breakdown by race and sex. Given
that minorities and women are the primary targets of these programs, this
factor should be reflected in the actual camposition of program partici-
pants., It must be noted, however, that some programs are not limited
exclusively to women and minorities, and other employees are also eligible

to apply.

b) Program costs. This criterion is examined primarily in terms of the
comparative cost per participant of different programs.

c¢) Program effectiveness. This refers to the relative effectiveness of
programs in increasing career mobility among participants, as indicated by
subsequent pramotions or reclassifications. Two caveats are essential.
First, due to the absence of a control group against which to compare the
performance of program participants, no truly definitive assessment is
possible. Data on subsequent promotions or reclassifications should
therefore be treated as merely suggestive of the long-term effectiveness
of different programs. Second, and equally important, some of the pro-
grams reviewed later in this report are designed primarily to provide
skills assessment and development rather than to promote career mobility.
While the overall aim of the Employee Affirmative Action Development
Program 1s to enhance career mobility, specific components of the program
must be assessed in terms of their own specific objectives.

3. Career Development Workshops

This type of program has been offered at most campuses, albeit with some
variations in program structure and content, since 1978. 1In general, career
development workshops take the form of small-group, lecture-and-discussion
sessions over a period of several weeks, usually under the direction of an
employment counselor or trainer. Participating employees are introduced to
basic concepts of career plamung and are encouraged to develop individualized
career plans, identifying specific areas where further training or coursework
may be necessary in order for the employee to prepare for the career goals
which he or she has identified. In addition, participants are provided
guidance on effective techniques for resume writing, job interviewing, and
related matters.

A representative example of this type of program is the Mid-Career Plamning
and Development Program for Staff Women and Minority Employees at the
Riverside campus. A total of 98 employees participated in the program over a
three-year period, 92 of whom were minorities and/or women. Program costs
averaged $58 per participant. 14 program participants later received pro-
motions or upward reclassifications, although it is impossible to determine
the extent to which this was attributable to the effects of the Program
itself, for reasons given above. Nevertheless, employee response to the
Program was quite favorable, and demand for the Program led subsequently to
its incorporation as part of the regular employee development program offer-
ings provided through the campus Persornel Office.

One of the main attractions of this type of program is its generally low cost
in comparison with other types of employee development programs, The main
limitation, however, is that short-term career counseling cammot be expected
to produce significant long-term results in the majority of cases. Career
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development workshops represent only a necessary first step; once the employee
has formulated a realistic career development plan, additional resources and
programatic offerings mist be made available to bring the plan to fruition.

For these reasons, BEmployee Affirmative Action Development Program funds have
been used primarily as "seed” money to initiate career development workshops
at the campuses, especially during the earlier years of the Program. In
addition to Riverside, the Berkeley, Davis, Irvine, Los Angeles, and San Diego
campuses initiated programs of this type during 1978-81. Once established,
these programs have in most cases been integrated with regular employee
training and development offerings provided through the campus Persormel
Office, freeing Affirmative Action Development fimds to support other types of
programmatic activities, as described below.

4. Staff Affirmative Action Scholarships

This type of program provides small grants to support specific training
activities and special coursework. Staff scholarships are often used in
conjunction with, or as a follow-up to, career development workshops in order
to address specific training needs identified in the employee's career plan.
This type of programmatic approach has been emphasized particularly at the
Irvine, Riverside, San Francisco, San Diego, and Santa Cruz campuses .

At the Irvine campus, for example, 266 staff scholarships were awarded from
Employee Affirmative Action Development funds between 1978 and 1984. Of the
award recipients, 257, or 97 percent, were minority and/or female staff
employees. The average size of award was $244 per participant. The awards
have been used primarily to provide payment of fees for academic coursework,
attendance at professional conferences, and similar activities related to the
employee’s specific career goals. Participant evaluations have been extremely
favorable, and the program is consistently oversubscribed.

It is again difficult, however, to assess the impact of such programs on
subsequent job mobility. This is true not only because of the lack of a
control group, but also because scholarship awards tend to be relatively small
and are used to support specific educational and training activities of
limited duration. Thus, as viewed by program participants themselves, the
primary benefit of such awards is most often viewed in terms of the imediate,
tangible effect in allowing participants to attend school and accumilate
course credits and other qualifications leading toward an eventual degree or
license. Scholarships are also of immediate benefit in developing specific
job skills useful in the employee's current job.

The immediate benefits that this type of program can provide are illustrated
by the Minority Nurse Education Support Program, introduced at the San
Francisco campus begirming in 1981-82. Nursing education is both an expensive
and a lengthy ing, and the terminal objective of an undergraduate or
graduate degree can take 6 to 8 years if pursued on a part-time basis., In
view of that, the Program has been designed to provide repeat awards to par-
ticipating employees over a milti-year period, and to provide somewhat larger
awards than in the case of other scholarship-type programs. 1In 1983-84, for
example, awards averaged approximately $1,370 per participant, and were used
to cover both partial salary support and books and fees in order for partici-
pants to attend school while working. A total of 19 employees have been
served by the Program since its inception, all of whom have been minorities
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and/or women. Of the 19, two have thus far received promotions, one from
Licensed Vocational Murse to Clinical Murse I, the other from Clinical

Nurse II1 to Administrative Murse I. A better indicator of the success of the
Program, however, is that all the remaining participants show contimuing
progress toward a qualifying degree and/or license in their chosen area, as
indicated by academic accosplishments which are measurable on a quarterly or
semester unit basis from year to year. The following participant responses
are typical:

With the help of the Minority Nurse Education Support Program I have been
allowed to contimue my mursing education. This program is a great benefit
for people like myself who otherwise would not have been able to continue
their educational endeavor, without the support of MNESP.

Thas {program] has been a great help to me as encouraging me to continue
and a relief that my assistance to my parents [from working] can contirmue.
If this program were not available now I couldn't contimue to go to
school.

The Minority Murse Education Support Program assisted my pursuit to my
mursing education. It allowed time, money and energy to concentrate on my
masters studies. Without the fund, I probably would have not been able to
contimnue in my full course work and study and gain from the program. 1
feel the minority support [program) is beneficial and necessary for all
people of color.

5. Technical Skills Training Programs

These types of programs are targeted at specialized, techmical job classi-
fications, where minorities and women tend to be underrepresented. Such
programs typically utilize a combination of classroam and on-the-job training
in order to impart the basic technical skills needed to advance into tectnical
occupations.

An example is the Pharmacy Technician Training Program, introduced at the UC
San Diego Medical Center in 1979-80. This program involved a 20-week course
of instruction, including both classroom instruction and on-the-job training.
19 employees participated in the program at an average cost of $163 per
participant. (However, this cost reflects only Employee Affirmative Action
Development funding, and does not include other costs borne by the Medical
Center.) 12 employees successfully completed the course, of whom four,
including three white females and one Hispanic female, were subsequently hired
as Pharmacy Technicians at the Medical Center.

The success of the initial program spawned similar programmatic efforts for
other teclmical classifications at the Medical Center. In 1980-81, the
Respiratory Therapist Program was initiated with support fram Employee Affirm-
ative Action Development funding; of six trainees, three were hired into the
Department of Respiratory Therapy, including two black females and one black
male. Subsequently, the Medical Center has introduced a Health Careers
Techmical Training Program, designed to provide a nine-week "core" intro-
duction to hospital systems, medical terminology, and basic anatomy and
physiology, and has also developed a Dietary Traineeship Program, targeted at
the Dietetic Assistant job classification. Outcome data for the latter
programs are not yet available.
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Santa Barbara is another campus that has emphasized this type of technical
skills training program. Based on areas of underutilization identified in the
campus Affirmative Action Plan, the campus introduced specific training
programs for Computer Operators/Word Processors, Storekeepers, and Publi-
cations and Library Assistants. The Library Assistant Training Program, for
example, involved a 12-week course in which selected employees were provided
with partial release time from their regular positions in order to learn
automated cataloging and bibliographic search techniques. A total of 21
employees participated in the various training programs over a three-year
period at an average cost of $839 per participant. All participants were
minciities and/or women. Of the 21, ten subsequently received promotions or
upward reclassifications at the Santa Barbara campus, and one received a
pramotional transfer to another University campus.

As these results suggest, the main advantage of this type of technical skills
training program is that it can produce fairly dramatic, short-term results at
relatively low cost. The main limitation, however, is that this programmatic
approach is most suited to paraprofessional job classifications requiring
basic technical skills, but is less well suited to other occupational areas
and levels of the workforce,

6. Staff Affirmative Action Internships

These programs provide participants with an opportunity to intern in, and gain
exposure to, a higher-level job classification to which they aspire. Intern-
ships are generally reserved for those in upper-level staff classifications
(e.g., Administrative Assistant II or equivalent and above)}, although there
are differences among campus programs in this regard. The Clerical Internship
Program at the Riverside campus, for example, is targeted at the Administra-
tive Assistant II level and below, while the Davis campus Mid-Management
Internship Program is aimed at a somewhat higher level and is intended to
provide opportunities for staff employees to move into entry-level management
and/or supervisory positions. The Santa Barbara campus combines elements of
both: the Middle Management Internship Program is designed to provide oppor-
tunities to move into management, while the Career Experience Development
Program permits those at lower classifications to intern in the positions
vacated by candidates selected for the mid-management program.

A total of 41 staff internships have been supported from Employee Affirmative
Action Development funds, all of which have been awarded to minority and/or
female staff employees. The main obstacle to expanded use of internships is
the higher salary-replacement costs of this type of program as compared to
others: the average cost per participant for all internships was $4,734, and
this figure was considerably higher in the case of full-time internships
extending over a period of several months. The average cost of a full-time
internship for six months was approximately $16,200, For this reason, staff
internships can be offered in most cases only on a part-time basis, usually
for 12 to 16 weeks. This can pose a problem not only because of the limited
duration of the internship experience, but also because participants must
split their time between their regular jobs and the internship assigmments.

Nevertheless, despite their cost, and despite the fact that they can be

offered only on a part-time basis in most cases, internships have proved to be
among the most effective of all Staff Affirmative Action Development Programs.
Of the 41 staff internships funded, 18 recipients have subsequently assumed
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higher-level positions within the University, a "success' rate of 44 percent.
In addition, another two have accepted higher-level positions outside the
University.

As might be expected, the "success' rate tends to be higher than the average
--50 percent--for full time, longer-term internships than in the case of
part-time, shorter-term placements. However, because of the lower cost of the
latter, they can be offered more frequently. Thus, even with a somewhat lower
"success' rate, part-time, short-term internships have contributed to a
greater absolute mmber of promotions and upward reclassifications. Even
where internships do not lead direcily to advancement, the knowledge and
experience gained can be of immediate benefit in improving employees' per-
formance on their current jobs.

7. Management Skills Assessment Program

The Management Skills Assessment Program (MSAP) was 1nitiated in 1978-79 as
part of an intercampus, collaborative effort among the northern campuses of
the University. It is aimed primarily at mid-level administrative and pro-
fessional staff employees (e.g., Administrative Analysts, Management Services
Officers).

MSAP is designed to provide a rigorous assessment of management skills,
including areas of weakness as well as areas of strength. It is not, however,
a training program. While the assumption inherent in the program is that
employees will be encouraged to improve on-the-job effectiveness and to
develop skills needed for advancement, the primary and immediate objective is
to provide participants with a realistic, candid, and thorough appraisal of
their skills and potential for management positions.

MSAP is conducted as an in-residence, three-to-five day program, during which
participants perform individual and group exercises simulating management
activities, such as problem solving with a group, analyzing financial data,
and planning and organizing administrative tasks. After each exercise,
participants evaluate themselves and also obtain oral and written feedback
from University managers, who act as assessors. Both the assessees and the
assessors prepare sumary reports which serve as the basis for a closing
interview, during which individual development plans are formulated. In
addition, upon return to their home campuses, employees are encouraged to meet
with their supervisors to review the assessment data in relation to their
present job responsibilities and discuss individual development plans.

While it is difficult to measure the effects of such a short-term program in
any precise, quantitative way, it is clear that participants themselves view
MBAP as highly beneficial. The following responses are typical of most
assessees:

What the Assessment Program has is credibility. I believed what was said
about me. I came away with a clear picture of my strengths and 'areas of
needed improvement' and a new-found confidence in my ability to do my job.

The Management Skills Assessment Program was extremely helpful in vali-
dating skills I had by was uneasy about using. Working with the groups
and the assessors made me realize that my organizational and leadership
skills were indeed just that, and not me being 'pushy' or 'bossy.'
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The Management Skills Assessment Program is both a key and a mirror. The
key unlocks the doors to our immer selves--the core to who we are; the
mirror lets us see ourselves as others see us.

In addition, the benefits of the program extend beyond the assessees them-
selves, as the following comments of assessors and supervisors testify:

The Program spurred me to assess the developmental needs of my own staff,
to identify candidates for advancement, and to seek broader professional
opportunities for myself., (assessor)

The Assessment Program was one of the most personally rewarding activaties
in which I participated...l believe it is one of the best developmental
tools we can offer UC employees. (assessor)

My employee returned with a clearer, more active approach to her own
professional development, which made my job as a manager easier.
(supervisor)

had always been a top-notch staff analyst, but came back from
the Assessment Program with a completely new attitude toward management.
She realized it was an important area of activity, devoted serious atten-
tion to it, and succeeded in handling a very difficult situation in the
office. I am tremendously impressed. (supervisor)

Demend for the Program has grown to the extent that in 1983-84, a separate
southern campus program was established, administered by the Irvine campus
The northern campus Program continues to be admnistered by the Berkeley
campus and is offered twice yearly. Between 36 and 42 assessees and 12 to 14
assessors from University management attend each session.

Over 600 staff amployees have participated in MSAP since its inception, of
which approximately 77 percent have been women and 36 percent minority staff
employees. Depending on the location of the employee's home campus, cost per
participant for fees and transportation now averages between $350 and $574,
which is equal to or below the cost of similar commercial programs.

8. Mmagement Fellowship Program

Research in the field of management development suggests that individual
mobility within the corporate world depends most critically on opportunities
to perform non-routine, highly visible assigrments, as well as the adoption by
mentors at all levels in the organization but particularly those closest to
the top. The Management Fellowship Program is designed to provide such
opportunities within the University.

Management Fellowships are established under the mentorship of a senior
menagement official, typically at the level of Vice Chancellor or above.
Fellowships usually run from six months to a year on a full-time basis. A
Fellowship plan, including identification of assigmments and responsibilities,
is worked out jointly between the Fellow and the mentor. The mentor and the
Fellow meet regularly to assess progress, and both are expected to camplete a
evaluation at the conclusion of the Fellowship period. While selec-
tion as a Fellow does not lead automatically to a promotion at the conclusion
of the Program, it is expected that the experience will enhance the Fellow's
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opportuwnity to be a strong candidate for managerial positions that become
available in the futwure.

Management Fellowships are the most expensive of the types of programs con-
sidered in this evaluation, since they involve salary reimbursement for those
who usually are already in a senior staff professional or academic position.
In same cases funds have been provided to support academic acceleration where
the lack of appropriate credentials poses an immediate barrier to career
mobility. In 1985-86, the average cost per participant of the Management
Fellowship Program was $20,601, all of which took the form of salary replace-
ment.

Based on evaluations of the Program, the Office of the President has estab-
lished the following priorities in reviewing campus Fellowship proposals for
possible funding. Preference is currently given to proposals in which:

1) a management vacancy can be projected in the near future for which the
Fellow could be a serious candidate,

2) the Fellowship plan provides for direct involvement in broader management
functions, rather than special projects or analytical assigmments, and

3) financial support is contributed by the campus to supplement Employee
Affirmative Action Development fuinds from the Office of the President.

All Management Fellowships awarded since the inception of the Program have
gone to women and/or minority employees, including a representative distri-
bution across the major racial and ethnic groups.

The most recent Program evaluation data are from 1983. 60 Fellows had com-
pleted the Program by that time. Of the 60, 28 are representative of the
success of the program in promoting career mobility:

© Nine were promoted into the University Management Program.
o Three academic appointees were promoted within the academic ranks.

o Ten staff appointees were promoted into higher-level staff classifi-
cations.

0 3ix Fellows accepted higher-level professional positions outside the
University.

These results are consistent with, and have contributed to, the broader
overall change that has occurred among the University's executives, adminis-
trators, and managers since 1977: the percentage of minorities has increased
from 10.1 percent to 14.4 percent, and the percentage of women from 28.6
percent to over 42.8 percent of this Federal Occupational Category.

9. Conclusion
Based on the three criteria established at the cutset, this review of the

University's Employee Affirmative Action Development Programs for staff and
management has shown the following:
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a. Targeting of intended groups. All of the specific types of programs
reviewed show a very high rate of participation on the part of women and
minority employees. The programs are serving their intended target
groups.

b. Program costs. Costs vary considerably across different types of pro-
grams, ranging fro- $58 per participant for Career Development Workshops
to approximately $20,601 for Management Fellowships. The majority of
programs, however, fall at the low end of the spectrum. For more expen-
sive programs, the primary cost factor involved is salary replacement for
program participants, especially when the program is offered on a fulltime
basis over an extended period of time. Nevertheless, per capita expendi-
tures in all cases appear reasonable when differences in the duration,
level, and extent of participant imvolvement in specific programs are
taken into account.

c. Program effectiveness. Although no definitive scientific assessment is
possible, the data suggest that some types of programs may be more effec-
tive than others in promoting job mobility. Technical skills training
programs appear to be particularly effective in this regard, although
their usefulness is primarily limited to paraprofessional classifications
requiring basic technical skills. At other levels of the workforce,
internship and fellowship-type programs appear most effective and best
suited to the needs of employees. In this respect, the more expensive
programs generally tend to be more effective, since they permit both a
more intensive and extensive development experience.

However, the "effectiveness' of programs cammot be assessed solely on the
basis of job mobility or promotion rates. Other types of programs, even
though they may have no direct, measurable impact on job mobility, are
equally important if judged on the basis of employee response and demand.
Examples include Career Development Workshops and the Management Skills
Assessment Center Program, which provide the employee with a starting
point from which to consider job and career options. Even apart from
career mobility, such programs are of immediate bemefit in contributing to
employee morale, satisfaction, and productivity in their current jobs, and
are consistently among the most popular and oversubscribed staff programs.

These conclusions lead to a final point which has not yet been considered in
this review: the lewvel of program offerings in relation to programmatic need.
Over 35,000 of the University's career staff workforce--78 percent--are women
and/or minority employees. Existing staff and management programs are
addressed particularly to this population and have developed the specific
components necessary for a coherent and effective overall program. But the
fact remains that, in relation to the sheer size of the population to be
served, existing programmatic efforts have only scratched the surface and are
far short of meeting demonstrable employee needs and demand. Significant
additional resources are required to extend opportunities for employee devel-
oprent to a broader spectrum of the University's staff workforce.
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Table A-]

Distribution of Career Management and Staff Personnel
by Ethnicity within EE0-6 Categories
Universitywide
1973, 1977, 1979, 1981, 1983, 1985 a/

Grand Total Am
Total White Minorities Black Hispanic Asian Indian

Executlve/Adainistrative/

Managerial
1975 Number 16461 15493 168 ga 39 30 11
Percent 100.0 89.9 10.1 5.9 2.1 1.8 7
1977 Number 15462 1405 157 89 34 30 a2
Parcent 100.0 89.9 10.1 5.7 2.3 2.0 i
1979 NMumber 1707 1503 204 101 47 45 11
Parcent 100.0 88.1 11.8 5.9 2.7 2.6 b
1981 Nusber 1793 1558 239 103 &2 &l 9
Percent 100.0 Bs.9 13.1 5.7 3.9 3.4 - ]
1983 Number 1888 1624 2b4 123 &9 &3 9
Percent 100.0 86.0 14.0 6.9 - 2.4 -]
1985 Number 20954 1758 296 140 77 &7 12
Percent 100.0 B85.6 18.4 6.8 3.7 3.3 -5
Professional/Non—Faculty
1975 Number 10,371 8420 1943 488 318 1070 &7
Percent 100.0 Bl.3 18.8 H,.7 3.1 i0.3 7
1977 Number 12,002 9748 2334 939 L4046 1339 350
Percent 100.0 80.7 19.4 4.5 3.4 11.1 &
1979 Number 13,01é6 10,341 e&7Ts &0 455 1565 =
Percent 100.0 79.3 20.3 GL.5 3.9 12.0 )
1981 Number 13,814 10,839 2975 &5 536 1733 657
Percent 100.0 78.5 21.5 4.8 3.9 12.5 -3
1983 Number 14,8465 11,520 3325 736 &35 1902 52
Percent 100.0 77.6 2e.4 6.9 6.3 12.8 -l
1985 Number 16,171 12,406 3745 a3 726 2144 &0
Percent 100.0 75.7 3.3 5.2 4.3 13.2 iy
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Grand

Total

Secretarial/Clerical
1975 Number 15,285
Percent 100.0
1977 Number 16,402
Percent 100.0
1979 Number 16,735
Percent 100.0
1981 Number 17,425
Percent 100.0
1983 Number 16,989
Percent 100.0
1983 Number 16,930
Percent 100.0

White Minorities Black Hispanic

10,940
71.6
11,370
70.%
11,390
69.3
11,769
&7.9
11,203
&5.9
10,972
&4h.8

Technical/Paraprofessional

1973
1977
1979
1981
1983

1985

Number
Percent
Number
Percent
Number
Percent
Number
Percent
Number
FPercent
Number
Percent

4726
100.0
9351
100.0
5461
100.0
5489
100.0
3586
100.0
9498
100.0

3091
63.4
3509
63.6
3460
&3.4
3ale
&2.2
3417
61.2
3330
60.46

Total
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1933
12.6
2033
12.4
£102
12.3
2305
13.2
2333
13.7
2341
13.8

206
19.2
943
17.6

17.4
931
17.0
Y39
16.8

16.1

Table A-l
Page 2 of 3

1017
6.7
1194
7.3
1260
7.3
1412
8.1
1431
8.4
1545
9.1

288
6.1
388
7.3
489
e.e
~7-¥4
10.3
&36
11.4
-2-1
12.1

Am

Asian Indian

187
1.2
127
.8
i28
.B
146
.B
142
.8
150
.7

&0
1.3
36
-7
3c
b
34

40
-7
34
l&



Table A-1

Page 3 of 3
Grand Total am
Total White Minorities Black Hispanic Asian Indian
Skilled Crafts
1975 Number 1324 1074 250 a2 ?1 34 43
Percent 100.0 81.1 18.9 &.2 6.9 2.6 3.2
1977 Nusber 13527 1227 200 94 131 50 a5
Percent 100.0 80.4 19.6 b.2 8.6 3.3 1.6
1979 Nuaber 1959 12046 353 ig2 142 &7 b=r]
Percant 100.0 77.4 228.6 7.8 7.1 4.3 1.4
1981 Number 1606 1213 393 140 155 71 27
Percent 100.0 75.5 24.5% 8.7 2.7 4.4 1.7
1983 Mumber 1322 1131 321 134 1561 72 24
Percent 100.0 74.3 23.7 8.8 10.6 4.7 1.6
1985 Nusber 1552 1136 416 145 180 65 24
Percent 100.0 73.2 26.8 9.3 11.6 6.2 1.7
Service/Malintenance
1973 Number S259 21465 3094 2043 714 e32 a5
Parcant 100.0 4.2 58.8 38.8 13.6 4.8 1.6
1977 Number 5399 2187 azia 1979 873 318 L2
Percent 100.0 40.5 59.5 6.7 16.2 5.9 .8
1979 Number 5167 1979 3188 1828 F42 374 L4
Percent 100.0 as.3 &l1.7 35.4 18.2 7.3 -8
1981 Number 5351 2012 3339 1843 1007 447 42
Parcent 100.0 37.6 &2.4% 3.5 19.8 B.4 .8
1983 Nusber 5040 1776 3264 1729 1010 484 4]
Percant 100.90 as.a2 64.8 3.3 20.0 9.5 .8
1985 Number 4880 1620 32s60 1509 1075 535 41
Percent 100.0 33.2 6b6.8 33.0 a2.0 11.0 .8

8/ Source of information for the years 1975-8% from biennial
EEQ-6 reports.
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EMPLOYMENT UTILIZATION OF ETHNIC MINORITIES AND WOMEN
1983-1985

Emplovment Highlights

The full-time CSU work force as of October 31, 1985 was 27,003. Faculty were
11,721 (43.41%) of the total with the remaining 15,282 (56.59%) being staff.
Women comprised 41.78% of the work force. Minorities were 22.86% of the work
force with 10.35% females and 12.51% males. Blacks were 7.08% of the work
force, with almost an even split between females (3.52%) and males (3.56%).
Hispanics were 8.03% of the work force; 3.76% were females and 4.28% males.
Asians comprised 7.07% of the CSU work force, with 4,30% males and 2.77%
females. American Indians were 0.67% of the work force, with 0.30% females
and 0.37% males. (Please see Table 1 and Figure 1).

Total Faculty. Comparisons of the 1983 and 1985 faculty compositions show
only minor changes. The largest percentage increase occurred in female
faculty; the percentage of women increased 1.25%, from 22 38% to 23.63%.
Slight increases also occurred for total minorities, 0.62% (from 12.51% to
13.13%), Hispanics, 0.13% {from 3.21% to 3.34%), Asians, 0.50% (from 6.27% to
6.77%) and American Indians, 0.04% (from 0.43% to 0.47%). Blacks, however,
decreased in faculty percentage by 0.06%, from 2.60% in 1983 to 2.54% in
1985. (Please see Figures 2 and 3).

Tota] Staff. Slight changes in the composition of the non-faculty staff was
also the case from 1983 to 1985. The percentage of women increased to 55.71%
from 54.79%, a 0.92% change. The total minority increase was 0.30%, reaching
30.32% in 1985. Blacks and Hispanics had slightly decreased percentages from
1983 to 1985. Blacks went from 10.75% to 10.57%, a 0.18% decrease and
Hispanics decreased by 0.04% from 11.67% to 11.63%. Asians and American
Indians increased by 0.46% and 0.07% to 7.30% and 0.83%, respectively,
(Please see Figures 4 and 5).

Facultv bv Tenure Status. The total full-time faculty for the CSU system was
11,721 in 1985. A total of 8824, or 75.28% was tenured. Tenure-track faculty
numbered 1519, 12.96% of the faculty. The remaining 11.76% were lecturers.
Thus 88.24% of the CSU faculty was tenured or tenure-track.

Tenured Facultv. The changes in the composition from 1983 to 1985 of the
tenured faculty were slight. Women increased 0.39% to 19.29% and minorities
increased 0.54% to 11.99%. Asians increased 0.29% and Hispanics increased
0.23% to reach 6.01% and 3.06%, respectively. American Indians increased by
0.02% to 0.45%. Blacks experienced no change; the percentage value remained
at 2.47%. (Please see Table 2A and Figures 6 and 7).

Tenure-Track Faculty. The tenure-track female faculty i1ncreased 2.50% to
33.57% from 1983 to 1985 . The ethnic minority increase was much less,
increasing 0 64%. The percentage of minority tenure-track faculty was
18.37%. The percentage of Black tenure-track faculty dropped to 2.70%,
decreasing 1.02% from 3.72%. Asians increased 1.42% to reach 10.47% of the
tenure-track faculty. Hispanics and American Indians showed small gains of
0.14% and 0.10%, respectively. In 1985, the total percentage for Hispanics
was 4.74% and 0.46% for American Indians. (Please see Table 2A and Figures 8
and 9).
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Tenured and Tenure-Track Facultv. When tenured and tenure-track faculty are
combined, only small changes result. Women faculty increased by 0.85% to
21.39% of the tenured and tenure-track faculty. Minorities increased by 0.63%
to reach 12.93%. Hispanics, Asians and American Indians increased 0.24%,
0.49% and 0.03% to 3.31%, 6.66% and 0.45%, respectively. Blacks decreased by
0.14% to 2.50%. Numerically, the number of women in tenured and tenure-track
positions increased by 121 over 1983. Minority faculty increased by 85, with
Asians accounting for 61, Hispanics 30, and American Indians 4. Blacks
decreased in number of tenured and tenure-track faculty by 10. (Please see
Table 2B and Figures 10 and 11).

Lecturers. Women lecturers increased by 3.90% to 40.49%. Minority
lecturers had a slight increase of 0.49% to 14.66%. Black and Asian lecturers
increased 0.57% and 0.56% to 2.83% and 7.62%, respectively. Hispanics
decreased 0.69% to 3.63%. American Indians increased 0.05% to 0.58%. (Please
see Table 2B and Figures 12 and 13).

Staff bv EE0-6 Cateqories)

Executive. Administrative and Managerial. Changes in this category were
substantial for female employees. The percentage of women increased from
23.47% to 33.61%, an increase of 10.14%. Minorities experienced an increase
of 4.41%, from 15.2B% to 19.69%. Among the minority groups, Blacks showed the
largest percentage gain, 2.02%, from 6.26% to B8.28B%. Asians increased 1.70%
to 4.38%. Hispanics and American Indians increased slightly from 5.89% to
6.33% and from 0.45% to 0.69%, respectively. Some proportion of the
increases for all the groups may be attributed to the restructuring of the CSU
job families; many women and minorities who were in supervisory positions were
moved into the Executive, Administrative and Managerial job category. (Please
see Table 3A and Figures 14 and 15).

Professional Non-Facultv. Female employees experienced a substantial increase
of 6.03% in this category; they were 48.60% of this category in 1983 and
54.63% in 1985. Ethnic minority increases were all less than 1%. Total
minorities increased by 0.72%, to 25.09%. Hispanics, Asians and American
Indians were 8.63%, 7.73% and 0.86% of this job category, respectively.

Blacks decreased by 0.57%, dropping from 8.44% to 7.87%. (Please see Table 3A
and Figures 16 and 17).

Secretarial/Clerical. This category was 93.81% female in 1985; an increase of
1.90% from 1983. Total minority representation increased 1.20% to 30.69%.

The bulk of the increase was due to a 0.99% increase in Asians; they were
6.74% of the Secretarial/Clerical category in 1985. Blacks also increased,
but slightly, to 9.84% of this category. Hispanics and American Indians
decreased slightly to 13.27% and 0.84%, respectively. (Please see Table 3B
and Figures 18 and 19).

The method of calculating EE0-6 figures was changed in 1984 to be
consistent with definitions of management as imposed by HEERA. Changes
occurred for all EE0-6 categories, but the Executive, Administrative and
Managerial, Professional, Non-Faculty and Technical and Paraprofessional job
categories were affected the most. These job categories all experienced
increases.



Technical/Paraprofessional. Females decreased 1.21% from 54.14% to 52.93%,
while minorities increased 2.16% to 25.05% in this job category. Blacks and
Hispanics had increases of 1.23% and 1.27% to 7.52% and 8.47%, respectively.
American Indians increased by 0.15% to 0.69% while Asians decreased by 0.50%
to 8.36%. (Please see Table 3B and Figures 20 and 21).

Skilled Crafts. Females decreased by 12.45% in this category, dropping from
13.30% in 1983 to 0.85% in 1985. This decrease may be attributed to the
restructuring of several job classes from the Skilled Crafts to the
Secretarial/Clerical category. Minority representation in the Skilled Crafts
category increased by 2.84% to 30.75%; 1interestingly, the total number of
minorities did not change from 1983 to 1985. Percentage increases occurred
for Hispanics, 1.63%, to 14.04%, and Asians, 1.23%, to 6.17%. Blacks showed a
small increase of 0.11% to 9.56% while American Indians decreased to 0.97%,
dropping by 0.13%. (Please see Table 3C and Figures 22 and 23).

Service/Maintenance. Females were 25.53% of this category in 1985; they
experienced a slight increase of 0.88% from 1983. Minorities also increased
slightly, 0.30%, to 30.32%. Hispanics, Asians and American Indians had smal)
increases to 22.02%, 10.23% and 1.05%, respectively. Blacks decreased
slightly to 23.52%. (Please see Tablie 3C and Figures 24 and 25).

Summary Comments

The analysis of the employment utilization of faculty and staff between 1983
and 1985 suggests a continuation of incremental growth for women and minority
employees. The most pronounced change was the 1.25% increase of women in the
faculty ranks. This increase occurred primarily in the tenure-track and
lecturer ranks. Given the context of employee work force changes, (please see
Tables 4A-C, 5A-D and 6), the change for female faculty is the largest in the
ten years. The increase in female staff is the largest since 1977-1979. A1l
other changes were either slight or due to movement of employees among job
categories due to the restructuring of the CSU job families. While the slight
progress of ethnic minorities in total faculty and total staff data may be
disheartening, the slight decreases in Black faculty (-0.06%), Black staff
(-0.18%) and Hispanic Staff (-0.05%) are cautionary. Efforts must be made to
ensure that these are merely fluctuations, not trends.
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NEW HIRES, PROMOTIONS AND SEPARATIONS, 1983-1985

FACULTY

New Hires. Table 7 summarizes the hiring activity in the CSU for the two-year
period, 1983-1985. Of the 3700 faculty new hires made during that period, 115
(3.11%) were in the tenured ranks, 921 (24.89) in the tenure-track ranks, and
2664 (72.00%) were lecturers. Figure 26 compares the proportions of women and
ethnic minority faculty new hires to the percentage of women and minorities in
the 1983 CSU Work Force. Except for the faculty hired 1nto tenured ranks, the
new hire proportions differed 1ittle from the 1983 work force values. Women
faculty, who were 18.90% of the 1983 CSU faculty were 6.96% of the new hires
during 1983-85. Minorities, on the other hand, were hired in greater
proportions (16.52%) than their proportion in the 1983 work force.

Promotions. Table 8 presents the summary of promotions which occurred in the
CSU from 1983 to 1985. Promotion of faculty is presented in Figure 27. Of
the tenured faculty promoted, 30.13% were women and 13.90% minority. These
figures indicate that women and minorities received promotions greater than
their percentage in the tenured faculty ranks. These numbers are difficult to
interpret, since a large proportion of white males in the tenured faculty
ranks are already full professors and cannot receive promotion, The
proportions of women and minorities who were tenure-track faculty and received
promotions were almost identical to their proportions in the 1983 work force.
The data on lecturers who received promotions are based on too few cases (5)
to warrant examination.

Separations. Table 9 presents data on faculty and staff separations during
1983-1985 and Figure 28 presents faculty separation data. Of the 1619 tenured
faculty who separated from the CSU, 13.90% were women and 5.87% were
minorities. As indicated in Figure 28, these proportions are less than the
proportion of faculty in the 1983 work force. Similar comparisons of
proportion of women in tenure-track positions who separated show a close match
with the 1983 work force proportions, but minorities separated 2.43% lower
than their work force percentage. Women lecturers also separated at a lower
proportion than their work force percentage. Minority lecturers have a
separation proportion similar to their work force percentage. In general, the
faculty new hires, promotions and separations data showed that women and
minority faculty were hired and promoted in proportions which equaled or
exceeded their 1983 work force proportions, and they separated in proportions
less than their work force proportions.

STAFF

New Hires. Table 7 presents the data for new hires of staff during

1983-1985. Figure 29 shows the proportions of female new hires in the
executive, administrative and managerial, and professional non-faculty
categories and total staff, along with the respective 1983 work force
proportions. Except for minorities in the professional, non-faculty category,
the new hire proportions were greater than the 1983 work force proportions.

In the professional, non-faculty category, minorities were hired in a
proportion 3.54% less than their work force proportion.
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Promotions. The promotions data for 1983-1985 are presented in Table 8 and
Figure 30. Figure 30 compares the proportion of women and minorities who
received promotions to their proportion in the 1983 work force. The women in
the executive, administrative and managerial category received 40.50% of the
promotions although they were 23.47% of the 1983 work force. The same pattern
of having a higher proportion of promotions than proportion of the work force
held in all comparisons except for the case of minorities when total staff was
considered. In that case, minority staff, who were 30.02% of the 1983 work
force, received 28.21% of the promotions.

Separations. The separations data for staff are presented in Table 9 and
Figure 31. 1In the categories considered in Figure 9, all the separation
proportions for minorities and women were greater than their proportion in the
1983 work force. For total staff, the difference between separations
proportion and work force proportion for minorities was very small. But for
women, the difference was 8.56%. A considerably larger proportion of women
separated in the executive, administrative and managerial category than their
proportion in the work force; a difference of 12.63%. The staff data show
that hiring and promotional activity are generally positive with respect to
employment of women and minority staff members. The separations data show,
however, that women, and in some job categories, and minorities are separating
in higher proportions than the 1983 work force proportions; this facter would
counteract the gains due to new hires and promotions.



SPECTAL AFFIRMATIVE ACTION PROGRAMS

In addition to the recruitment and retention efforts which are integral to the
activities of staff and faculty personnel offices, the CSU maintains special
affirmative action programs which support the retention and promotion of women
and ethnic minorities.

Affirmative Action Facultv Development Program. The Affirmative Action
Faculty Development Program, implemented in 1978, is directed at improving the
retention and promotion rates of female and minority faculty. The Affirmative
Action Faculty Development Program provides funds to support research and
release time for female and minority faculty. From 1978 to 1984, this program
served 865 female and 469 minority faculty; 88.6% of the program participants
are still employed by the CSU. This program, along with general faculty
programs such as Funds for Recruitment and Relocation Assistance to Faculty in
Marketplace Hard-to-Hire Disciplines have been very helpful in improving CSU's
chances of hiring more minority faculty.

Affirmative Action Faculty Development Educational Equity Awards. This
program was initiated as a pilot program for the 1985-86 academic year. It
was designed to support affirmative action faculty development objectives
while emphasizing research and curriculum development incorporating the
following goals:

a) enhancing the academic experiences of all students through the
introduction or modification of courses that stress or include topics
generally associated with educational equity 1ssues. These topics might
address, but not be limited to: the legitimate and appropriate academic
contributions and achievements of women, the disabled, and minority
scholars; and the integration and sensitization of minority, the disabled,
and women's issues with the curriculum as a whole.

b) developing teaching strategies and methodologies which are particularly
effective in supporting the educational and academic development of
minority, disabled and women students particularly in those disciplines
that currently may be experiencing the greatest degree of
underrepresentation, such as math, science and engineering.

¢) improving the quality of instruction, faculty preparation, and teacher
training through the initiation of research efforts which adequately
respond to the changing demographics of our student populations and the
concomitant implications for curriculum planning.

This programs has been enthusiastically supported by our campuses. In
addition to meeting the affirmative action development needs of our faculty,
it has had an important impact on the academic and educational experiences of
students throughout the system. Such an approach has assisted our system in
the attempt to respond to not only specific affirmative action employment
goals but has clearly infiuenced the philosophical basis for how employment
decisions can be made and educational opportunities effectively realized.
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Administrative Fellows Program. The Fellows program places twelve CSU
employees (both faculty and staff employees) each year in internships with
upper level administrators who serve as mentors. The twelve fellows are
selected from a list of nominees by campus presidents. This program has the
jmportant feature of assisting employees who already have knowledge of and
experience in the CSU to assume major leadership positions. Since the
inception of the Fellows program in 1978 to 1985, 101 women and ethnic
minorities have received the training. Fifty-four of the fellows have since
obtained higher administrative positions in the CSU, including a number of
school dean positions. More importantly, the effectiveness of this program is
not limited to the numbers of fellows who gain higher administrative
positions. Many of the fellows will become both mentors and medels for women
and ethnic minority faculty and staff on CSU campuses.

Affirmative Action Professional and Staff Development Program. This program
has been implemented to provide opportunities for career development and
upward mobility for non-faculty staff. In the 1985-86 academic year, 93 staff
development proposals were received, 18 were funded. Projects funded included
(a) a multi-campus management skills institute for library employees in middle
management positions, (b) the development of an employee assistance program
which includes career guidance and career planning components and (c) basic
sk111s training for employees in the service and maintenance areas. 1In
addition to providing the training on the campuses, this program has enhanced
the morale of staff employees by serving as an example of positive regard by
campus administrations. The Professional and Staff Development Program has
especially important affirmative action implications because it is directed
toward CSU job categories which have high proportions of women and ethnic
minorities.

Assistive Device Proaram This program is directed at both faculty and staff
employees of the CSU who are disabled. The program provides funds to make
available reasonable equipment or device accommodations and auxiliary aid to
physical or mental limitations of otherwise qualified handicapped employees.
This program has been effective in both enhancing the retention of faculty and
staff and in encouraging the hiring of faculty and staff with disabilities.

The development of affirmative action programs and efforts in institutions of
higher education has approached the point where the programs must do more than
targeting populations and processes. The institutions must strive to provide
educational programs and educational leadership to ensure that the training
and knowledge are available to all segments of the population, so that equal
employment opportunities can be more than a goal, but rather a realistic and
viable expectation.
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Table 6

Percentage Change Per Two-Year Period, 1975-1985

15-17
Females 0.02
Faculty
Minorities 0.85
Females 1.93
Staff
Minorities 1.97

17-719
0.1
0.62

0.7
0.84

19-81
0.89
0.51

0.30
2.31

81-83
0.51
0.56

0. 55
0.74

83-85
1.25
0.62

0.92
0.30

Total
75-85

3.38
3.16

4.41
6.16
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Figure 1.
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California Community Colleges

AFFIRMATIVE ACTION AT THE
CALIFORNIA COMMUNITY COLLEGES

A PRELIMINARY REPORT TO THE
CALIFORNIA POSTSECONDARY EDUCATION COMMISSION

101



BOARD OF GOVERNORS

CALIFORNIA COMMUNITY COLLEGES
1107 NINTH STREET

SACRAMENTO, CALIFORNIA 95814

916) 445.8762

Senlerber T, 1320

¢

mr. "'2llzam Pieokens, Cvecutive Directer
Cal_feornza Pasl,uec:ortder“F ducat-cn Conrrission
1020 12t 2tr

Scerarente, CA 95813
Cear Dr. r.ckens:

"re iunan one miilion students have entered into contracts with our cne hundred
and six diverse cormunity colleres—--contracts 1n which e pron:se Lo enhance
their “1ves and evpand thelr norizons trrough our feachings, experiences and
exarples. lly pledge to these atudents 1s Lo have each co.lege nct only provide
the aualihy irstruction end individual interest to wvhich = ey nave 2 rif
2t te serve as a mierceosm of our muilti-ethnie, milti- -raztal, meiti-cultural
verlc.  ArTirrative action, then, becomes a mandate for sur cclle ces and I am
cerintied to werking with eaca one of them to make sirnificant Drerress as we
orerote, aad Lo or nire reslacement staff.
“re attached report follous a nattern previously set and 15 identified as
"mrelirinary" because I have placed in process an outside evaluation of cur
a’firmative acton data collertion, reperts and prosress [rorm which inll ecre
chanZes and recermendations for ?u;tﬁe, implementation. The {inal report 3211
be zuomitied tu the governing hoard of the comrunity colleges rd, ucen thaxir
“”ﬁtbfanﬁh, i1l beco“e the -ore precise sasis for our Tubire contribuitons Lo
Lhe IZglifornia Postsecondary Zducatior Comission's eporvs on yaren anc
narivies tn Lalifornte Public Fostsecondary ;ﬂJcht on.

lours sincerely),

. e
WA L SUTTH
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Legistative Charge

California Community Colleges have been under State mandate to have
employment affirmative action programs since the adoption of Education
Code Sections 87100 through 87106 in September 1978. Such programs
were deemed to be necessary by the Legislature when it declared its
findings to be that:

(a) Generally speaking, California community colleges
employ a disproportionately low number of racial and ethnic
minority classified and certificated empioyees and a dispro-
portionately low number of women and members of racial and
ethnic minorities in administrative positions.

(b} It is educationally sound for the minority student
attending a racially impacted school to have available the
positive image provided by minority classified and certifi-
cated employees. It 1s likewise educationally sound for the
child from the majority group to have positive experiences
with mnority people which can be provided, in part, by hav-
ing minority classified and certificated employees at schools
where the enrollment is largely made up of majority group
students, It 1s also educationally important for students to
observe that women as well as men can assume responsible and
diverse roles in society.

It is the intent of the Legislature to require educa-
tional agencies to adopt and implement plans for increasing
the numbers of women and minority persons at all levels of
responsibility.

Historical Reminders

Employment affirmative action programs were developed to overcome the
lingering effects of racial and other types of discrimination in Amer-
ica, such as very low representation of racial or ethnic minorities in
well-paying jobs. Although equal employment opportunity programs had
existed for years prior to the passage of the Civil Rights Act of 1964,
those programs had not brought about significant changes in the level
of representation of ethnic and racial minorities in the nation's pub-
1ic or private workforces. Domestic unrest in the urban areas where
minorities were concentrated during the early sixties helped to raise
the social consciousness of Americans so that national legislation was
demanded and won for those minority groups who had often been relegated
to low paying or menial jobs.

The Civil Rights Act of 1964 was the result of many political debates
and considerable negotiation among proponents and opponents of in-
creased civil and economic opportunities for racial and ethnic minori-
ties. Title VII of the Civil Rights Act of 1964 specifically addressed
the problems faced by racial, ethnic and religious minorities and women
in the employment sector by prohibiting acts which constitute illegal
discrimination. Section 703{a) of Title VII provides that:
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III.

It shall be an unlawful employment practice for an
employer (1)...to discriminate against any individual with
respect to his compensation, terms, conditions, or privileges
of employment, because of such individual's race, color,
religion, sex or national origin.

The requirement of affirmative action which is distinct from the duty
to refrain from discriminating is the essence of Executive Order 11246,
This presidential order requires that every nonexempt federal govern-
ment contract contain provisions that impose upon contractors and sub-
contractors dual obligations with respect to their employment prac-
tices: (1) not to discriminate against employees or applicants because
of race, color, religion, sex or national origin; and (2) to take
affirmative action to recruit, hire, and promote minorities and women
whenever these groups are "underutilized" in the employer's work force,
without regard to whether the employer has discriminated against those
groups in the past.

Since the adoption of Education Code Sections 87100 through 87106 in
September 1978, community colleges and the Board of Governors have been
charged with the responsibility of adopting and implementing effective
employment affirmative action programs in every public community col-
lege district in California. The Board of Governors took a major step
toward the full implementation of the state affirmative action statute
in December 1981, through the adoption of fifty-two Title 5 regula-
tions, which detail specific responsibilities of the Board and the dis-
tricts. Although the Board of Governors had previously adopted regula-
tions in 1977 requiring California community colleges to adopt and
implement affirmative action programs for increasing the number of eth-
nic minorities, women, handicapped individuals, and Yietnam-era veter-
ans at all Tevels of staffing responsibility, 1t wasn't until the adop-
tion of the later set of Title 5 regulations in 1981 that many dis-
tricts began to adopt and implement effective comprehensive affirmative
action programs. Today, all seventy districts have adopted, through
their local governing board of trustees, employment affirmative action
programs with employment goals and timetables.

Demographic Changes in California

California's population is comprised of approximately one-third ethnic
minorities, and is it projected that, in fewer than fourteen years,
today's ethnic minorities will become the "majority."

During that same period, over forty-eight percent of current community
college staff in professional level positions (administrative, manager-
ial, faculty, and professional non-faculty) will reach sixty-five years
of age and, presumably, consider retiring. This means that approxi-
mately half of current existing professional level positions may become
vacant and, thereby, provide districts with opportunities for achieving
parity in the employment of ethnic minorities, women, the disabled, and
Vietnam-era veterans.
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Affirmative Action Recommendations of The Commission for the Review of
the Master Plan

In March 1986, the Commission for the Review of the Master Plan for
Higher Education issued its report in fipal draft form on its reassess-
ment of the California community colleges. In Chapter Four, "Faculty
and Administrators," the Commission made thirteen recommendations, in-
cluding a very significant one concerning recruitment and affirmative
action:

“That the Board of Governors prepare a plan for strengthening
community college faculty and staff affirmative action poli-
cies and programs and monitor and publish the results by col-
Tege. The plan should include clear lines of district
accountability for its success and ensure participation in
and commitment to effective affirmative action by district
trustees, administrators, and faculty alike."

After the submission of this report to the Legislature pursuant to Sec-
tions 87104 and 87105 of the Education Code, a plan will be drafted
based upon the recommendations of the Chancellor and the Commission for
the Review of the Master Plan for Higher Education for review and adop-
tion by the Board of Governors. This plan shall address the need to
strengthen community college faculty and staff affirmative action poli-
cies and programs as well as provide for mechanisms to monitor the
results by college. The results shall be made public in accordance
with existing statutes and regulations.

Affirmative Action Efforts in the California Community Colleges

Currently, all seventy community college districts have adopted affir-
mative action plans with goals and timetables for increasing the num-
bers of ethnic minorities and women in those Job categories in which
they are underrepresented in a district's workforce.

Some of the seventy districts have experienced significant numbers of
separations. Many of these are White males retiring from faculty as
well as other college positions, which then statistically increases the
percentage representation of ethnic minorities and women; 1n these
instances, the apparent gain is not the result of vigorous efforts to
increase the number of protected group members.

Work force Analysis (Table 1)}

An Analysis of the Composition of California Community Colleges Work-
Torce with Respect to %ﬁe Ethnicity and Gender OT Employees 1n Compari-
son to the 1980 State Population, the 1985 State Labor Force, and the
Fal1 1985 Student EnrolTments 1n the California Community Colleges

Table 1 depicts the ethnic and gender composition of community college
comparison groups. This table displays the ethnic mnority group com-~
position of the 1980 California population, the 1985 California Labor
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Force, the fall 1985 community college systemwide enrollment, the 1985
contract and regular faculty, and 1985 temporary or part-time faculty,
the 1985 professional employees, the 1985 certificated administrative
staff, the 1985 classified and administrative staff, and the 1985
classified staff.

Table 1 displays the seven ethnic minority and white groups which com-
pose the California Community Colleges workforce in terms of their per-
centage composition of each of six major job groupings: (1) contract
and regular faculty; (2) temporary faculty; (3) professional; (4) cer-
tificated administrative; (5) classified administrative; and (6) class-
ified staff which includes secretarial, clerical, technical, parapro-
fessional, skilled crafts, and service/maintenance workers.

The level of representation of each ethni¢c minority group and of women
in the 1985 California community colleges' workforce is compared to the
Tevel of representation for each protected group in the State popula-
tion according to the 1980 census, 1n the 1985 state labor force, and
in fall 1985 student enrollments for the California community colleges.

AMERICAN INDIANS/ALASKAN NATIVES

American Indian/Alaskan Natives are underrepresented in full-time con-
tract and regqular faculty positions at 0.6% in comparison to their
availability in the state population (0.8%), in comparison to their
availablility in the State labor force (0.9%), and in comparison to the
fall 1985 community college enrollment for this ethnic grouping (1.3%).

American Indian/Alaskan Natives are underrepresented in part-time tem-
porary faculty positions at 0,6% in comparison to their availabilify in
the State population (0.8%), in the State labor force (0.9%) and in the
fall 1985 community college enroliment (1.3%).

American Indian/Alaskan Natives are also underpresented in professional
positions at 0.5% in comparison to their availability in the State
population (0.8%), in comparison to their availability in the State
Tabor force (0.9%), and in comparison to the fall 1985 community col-
lege enroliments (1.3%).

American Indian/Alaskan Native persons are above parity by a very small
margin in certificated administrative positions at 0.9% in comparison
to their availability in the State population (0.8%), are at parity in
comparison to their availability 1n the State labor force and are
underrepresented in comparison to the fall 1985 community college
enrollments (1,3%) for this ethnic grouping.

American Indian/Alaskan Native persons are at parity in classified
administrative positions at 0.8% in comparison to their availability in
the State population (0.8%), are underrepresented in comparison to
their availability in the State labor force (0.9%), and underrepre-
sented in comparison to the fall 1985 community college enrollments
(1.3%) for this ethnic grouping.
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American Indian/Alaskan Native persons are above parity by a very small
margin in classified staff positions at 0.9%, in comparison to their
availabilily In the State population (0.8%), are at parity in compari-
son to their availability in the State labor force (0.9%)}, and are
underrepresented in comparison to the fall 1985 community college
enrollments (1.3%) for this ethnic grouping.

ASTANS/PACIFIC ISLANDERS

Asian/Pacific Islander persons are underrepresented in contract and
regular faculty positions at 3.3% in comparison to their availability
Tn the state population (3.7%), in comparison to their availability in
the State labor force (4.8%), and in comparison to fall 1985 community
college enrollments (9.8%) for this ethnic grouping.

Asian/Pacific Islander persons are underrepresented 1n temporary fac-
ulty positions at 3.5% in comparison to their availab11Tty in the State
population (3.7%), in comparison to their availability in the State
tabor force (4.8%), and in comparison to fail 1985 community college
enroliments (9.8%) for this ethnic grouping.

Asian/Pacific Islander persons are above parity in professional posi-
tions at 6.4% in comparison to their availability 1n the State popula-
tion (3.7%), are above parity in comparison to their availability in
the State labor force (4.8%), and and are underrepresented in compari-
son to fall 1985 community college enrcllments (9.8%) for this ethnic
grouping.

Asjan/Pacific Islander persons are underrepresented in certificated ad-
ministrative positions at 3.4% in comparison to their avariabinty ih
the State population (3.7%), are underrepresented 1n comparison to
their availability in the State labor force (4.8%), and are very under-
represented in comparison to fall 1985 community college enrollments
(9.8%) for this ethnic grouping.

Asian/Pacific Islander persons are underrepresented 1n c¢lassified
administrative positions at 3.4% in comparison to their availability in
the State population (3.7%), are underrepresented in comparison to
their availability in the State labor force (4.8%), and are very under-
represented in comparison to fall 1985 community college enrollments
{9.8%) for this ethnic grouping.

Asjans/Pacific Islanders are above parity in classified staff positions
at 5.2% in comparison to their availability in the >tate population
(3.7%), are above parity in comparison to their availability in the
State labor force (4.8%), and are underrepresented in comparison to
fall 1985 community college enrollments (9.8%) for this ethnic
grouping.
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BLACKS

Black persons are underrepresented in contract and regular faculty
positions at 5.0% in comparison to theTr availability in the State
population (6.8%), in comparison to the State labor force (6.0%), and
in comparison to fall 1985 community college enrollments (7.3%).

Black persons are underrepresented in temporary faculty positions at
3.6% in comparison to their availability 1n the State population

(6.82), in comparison to the state labor force (6.0%), and in compari-
son to fall 1985 community college enroliments (7.3%).

Black persons are above parity in professional positions at 11.1% in
comparison to their availability in the State population (6.8%}, 1n
comparison to the state labor force (6.0%), and 1n comparison to fall
1985 community college enrolliments (7.3%).

Black persons are ahove parity in certificated administrative positions
at 10,1% in comparison to their availability in the State population
(6.8%), in comparison to the state labor force (6.0%), and 1n compari-
son to fall 1985 community college enrollments (7.3%).

Black persons were above parity in classified administrative positions
at 8.3% in comparison to their availability in the State population
(6.8%), in comparison to the state labor force (6.0%), and in compari-
son to fall 1985 community college enrollments {7.3%).

Black persons were above parity in classified staff positions at 11.8%
in comparison to their availability in the State population (6.8%), in
comparison to the state labor force (6.0%), and in comparison to fall
1985 community college enrollments (7.3%).

FILIPINOS

Fi1ipino persons are underrepresented in contract and regular faculty
positions at 0.4% in comparison to their availability in the state
population (1.4%), 1n comparison to their availability to the State
labor force (2.0%), and in comparison to the fall 1985 community col-
lege enrollments (2.3%), for this ethnic group.

Filipino persons are underrepresented in temporary faculty positions at
0.4% in comparison to their avai1lability 7n the state population
(1.4%), in comparison to their availability to the State labor force
{2.0%), and in comparison to the fall 1985 community college enroll-
ments (2.3%), for this ethnic group.

Filipino persons are above parity 1n professional positions at 2.7% in
comparison to their availability in the state population (1.4%), in
comparison to their availability to the State labor force (2.0%), and
in comparison to the fall 1985 community college enrollments (2.3%),
for this ethnic group.

. 7
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Filipino persons are underrepresented in certificated administrative
positions at 0.4% in comparison to their availability in the state
population (1.4%), in comparison to their availability to the State
Tabor force (2.0%), and in comparison to the fall 1985 community col-
lege enroliments (2.3%), for this ethnic group.

Filipino persons are underrepresented in classified administrative
positions at 1.0% in comparison to their availability In the state
population (1.4%), in comparison to their availability to the State
labor force (2.0%), and in comparison to the fall 1985 community col-
lege enrollments (2.3%), for this ethnic group.

Filipino persons are above parity 1n classified staff positions at 2.0%
in comparison to their availability in the state population (1.4%), at
parity in comparisen to their availability to the State labor force
(2,0%), and are underrepresented in comparison to the fall 1985 commu-
nity college enroliments (2.3%), for this ethnic group.

HISPANICS

Hispanic persons are underrepresented in contract and regular faculty
positions at 5.4% in comparison to their availability 1n the State
population (17.2%), n comparison to their availability in the State
labor force (18.7%), and in comparison to fall 1985 community college
enrollments (13.8%).

Hispanic persons are underrepresented in temporary faculty positions at
5.1% in comparison to their availability ¥n the State population
(17.2%), in comparison to their availability in the State labor force
(18.7%), and in comparison to fall 1985 community college enrollments
(13.8%).

Hispanic persons are underrepresented in professional positions at
10.6% in comparison to their availability 1n the >tate population
(17.2%), in comparison to their availability in the State labor force
(18.7%), and in comparison to fall 1985 community college enrollments
(13.8%2).

Hispanic persons are underrepresented in certificated administrative
positions at 8.4% in comparison to their availability 1n the >tate
population (17.2%), in comparison to their availability in the State
labor force (18.7%), and in comparison to fall 1985 community college
enrollments (13.8%).

Hispanic persons are underrepresented in classified administrative
positions at 7,9% in comparison to their availability in the State
population (17.2%), in comparison to their availability in the State
labor force (18.7%), and in comparison to fall 1985 community college
enrolTments (13.8%).

Hispanic persons are underreprsented in classified staff positions at
13.5% in comparison to their availabi1ity in the State population
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(17.2%), are underrepresented in comparison to their availability in
the State labor force (18.7%), and are underrepresented by a very small
margin in comparison to fall 1985 community college enrollments
(13.8%).

WOMEN

Women are underrepresented in contract and reqular faculty positions at
35.7% in comparison to their availabiTity 1ﬁ‘%ﬁe State population
{51.32), in comparison to their availability in the State labor force
(43.7%), and in comparison to the fall 1985 community college enroll-
ments (56.1%) for this gender.

Women are underrepresented in temporary faculty positions at 41.8% 1n
comparison to their availability in the State population (51.3%), in
comparison to their availability in the State labor force (43.7%), and
in comparison to the fall 1985 community college enrollments (56.1%)
for this gender.

Women are barely above parity in professional positions at 51.7% in
comparison to their availability in the State population (51.3%), are
above parity in comparison to their availability in the State labor
force (43.7%), and are underrepresented in comparison to the fall 1985
community college enrollments (56.1%) for this gender.

Women are very underrepresented in certificated administrative posi-
tions at 26.8% in comparison to their availlability 1n the State popula~
tion (51.3%}, in comparison to their availability in the State labor
force (43.7%), and in comparison to the fall 1985 community college
enroliments (56.1%) for this gender.

Women are very underrepresented in classified administrative positions
at 33.5% in comparison to their avaiTabiTity in the State population
(51.3%), in comparison to their availability in the State labor force
(43.7%), and in comparison to the fall 1985 community college enroll-
ments (56.1%) for this gender.

Systenwide Analysis of Full-Time EmpToyees

The analysis for each of the seventy community college districts is
found in Tables 2, 3 and 4 and follows the same approach taken in the
analysis of the systemwide statistics.

Table 2 shows full-time male employees,

Table 3 shows full-time female employees,

Table 4 shows all full-time employees,

Also included are figures showing the two-year change between 1981 and
1983, the two-year change between 1983 and 1985, and the four-year

change between 1981 and 1985, A negative number indicates a reduction
of persons employed.
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Appendix A Education Code Section 66903.1

The commission shall report to the Legislature and the Governor on March 1, 1986, and
every two years thereafter until, and including, 1990, on the representation and utiliza-
tion of ethnic minorities and women among academic, administrative, and other em-
ployees at the California State University, the University of California, and the public
community colleges To prepare this report, the commission shall collect data from each
of these segments of public postsecondary education The format for this data shall be the
higher education staff information form required bienmally from all institutions of
higher education by the Federal Equal Employment Opportunity Commission, the col-
lection of which is coordinated by the California Postsecondary Education Commission.

(a) The higher education staff information form includes all the following types of data:

(1) The number of full-time employees by job categories, ethnicity, sex, and salary
ranges.

(2) The number of full-time faculty by ethnicity, sex, rank, and tenure

(3) The number of part-time employees by job categories (1ncluding tenured, non-
tenured or tenure track, and other nontenured academic employees), ethnicity,
and sex.

(4) The number of full-time new hires by Job categories (including tenured, non-
tenured or tenure track and other nontenured academic employees), ethnicity,
and sex.

(b) In addition to the above, the segments shall submit to the commission all the follow-
ing

(1) Promotion and separation data for faculty and staff employees by ethnicity and
sex for each of the two-year time periods beginning with 1977 to 1979

(2) Narrative evaluation examining patterns of underutilization of women and mi-
nority employees among different job categories compared wsith the availahility
of qualified women and minorities for different job categories

(3) Narrative evaluation examining specific results of affirmative action programs
in reducing underutilization of women and minorities.

(4) Narrative evaluation of both strengths and inadequacies of current affirmative
action programs, including inadequacies resulting from budgetary constraints

(c) For purposes of this section, minorities and ethnic minorities shall include those per-
sons defined as such by rules and regulations of the Federal Equal Employment Op-
portunity Commission.

This section shall remain in effect until January 1,1991, and as of that date is repealed
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CALIFORNIA POSTSECONDARY EDUCATION COMMISSION

THE Califorma Postsecondary Education Commus-
sion 15 a citizen board established in 1974 by the Leg-
1slature and Governor to coordinate the efforts of
Califormia’s colleges and universities and to provide
independent, non-partisan policy analysis and recom-
mendations to the Governor and Legislature

Members of the Commission

The Comnussion consists of 17 members Nine rep-
resent the general public, with three each appointed
for six-year terms by the Governor, the Senate Rules
Commuttee, and the Speaker of the Assembly Six
others represent the major segments of postsecondary
education in Cabhforma Two student members are
appomnted by the Governor

As of January 1994, the Comnussioners representing
the general public are

Henry Der, San Francisco, Chair

C Thomas Dean, Long Beach, Vice Chair
Elaine Alqust, Santa Clara

Mim Andelson, Los Angeles

Helen Z Hansen, Long Beach

Guillermo Rodnguez, Jr, San Francisco
Melinda G Wilson, Torrance

Linda J Wong, Los Angeles

Ellen Wnght, San Jose

Representatives of the segments are

Alice ] Gonzales, Rocklin, appointed by the
Regents of the Umiversity of Califormia,
Yvonne W Larsen, San Diego, appointed by
the Califorma State Board of Education,

Alice Petrossian, Glendale, appomted by the
Board of Governors of the Cahforma
Community Colleges,

Ted J Saenger, San Francisco, apponted by
the Trustees of the Califorma State Umversity,
Kyhl Smeby, Pasadena, appointed by the
Govemnor to represent Califormia’s independent
colleges and umversities, and

Frank R. Martinez, San Lwis Obispo, alternate
appomnted by the Council for Private
Postsecondary and Vocational Education

The student representatives are

Chnistopher A Lowe, Placentia
Beverly A Sandeen, Costa Mesa

Functions of the Commission

The Commussion 1s charged by the Legislature and Gov-
ernor to “assure the effective utiization of public postsec-
ondary education resources, thereby eliminating waste and
unnecessary duplication, and to promote diversity,
mnovation, and responsiveness to student and societal
needs ”

To this end, the Conmmussion conducts independent reviews
of matters affecting the 2,600 mstitutions of postsecondary
education i Califorma, including commumity colleges,
four-year colleges, universities, and professional and
occupational schools

As an advisory body to the Legislature and Governor, the
Comnussion does not govern or admimister any mstitutions,
nor does 1t approve, authonze, or accredit any of them
Instead, 1t performs its specific duties of planning,
evaluation, and coordmation by cooperating with other
State agencies and non-governmental groups that perform
those other governing, admimstrative, and assessment
functions

Operation of the Commission

The Commussion holds regular meetings throughout the
year at which it debates and takes action on staff studies
and takes positions on proposed legislation affecting
education beyond the high school in Califorma By law,
its meetings are open to the public Requests to speak ata
meeting may be made by wnting the Commussion 1n
advance or by submitting a request before the start of the
meeting

The Comnussion’s day-to~day work 1s carned out by its
staff 1n Sacramento, under the gwidance of its executive
dwrector, Warren Halsey Fox, Ph D, who 1s appomted by
the Commussion

Further information about the Comnussion and its publi-
cations may be obtamned from the Commussion offices at
1303 J Street, Suite 500, Sacramento, California 98514-
2938, telephone (916) 445-7933



Women and Minorities in California Public Postsecondary Education

California Postsecondary Education Commission Report 87-2

ONE of a series of reports published by the Commus-
sion as part of 1ts planning and coordinating respon-
sibilities Additional copies may be obtained without
cherge from the Publications Office, California Post-
secondary Education Commussion, Third Floor, 1020
Twelfth Street, Sacrarnento, California 98514-3985

Other recent reports of the Commission include

86-30 Conflicts 1n State Policies Governing Under-
graduate Enrollment at Califorma's Public Univers:-
ties An Analysis in Response to Language in the
Supplemental Report of the 1985 Budget Act (De-
cember 1986)

86-31 Student Financial Aid in Califormia To Close
the Widening Gyre (December 1986)

86-32 Effects of the Mandatory Statewide Fee on
Califormia Community College Enrollments A Staff
Report to the California Postsecondary Education
Commussion (December 1986)

86-33 Retention of Students in Engineering A Re-
port to the Legislature in Response to Senate Con-
current Resclution 16 (1985) (December 1986)

86-34 Evaluation of the California Mathematics
Project A Report to the Legislature n Respone to
Senate Bill 424 (Chapter 196 of the Statues of 1986)
(December 1986)

86-35 Health Sciences Education in California,
1985-86 The Fourth 1n a Series of Biennial Reports
to the Governor and Legislature in Response to As-
sembly Bill 1748 (Chapter 600, Statutes of 1976)
(December 1986)

86-36 1986 Reauthorization of the Federal Higher
Education Act of 1965 A Staff Report to the Calfor-

nia Postsecondary Education Commission (Decem
ber 1988)

86-37 The State Appropriations Limit The "Gann
Ceiling ” A Presentation to the California Postsec
ondary Education Commission by Kevin Gerard
Woolfork and Suzanne Ness (December 1986)

86-38 Expanding Educational Opportunities for
Students with Disabilities A Report to the Governor
and Legislature by the Intersegmental Planning
Commuttee on Assembly Concurrent Resolution 3

(Published for the Commuttee by the California Post-
secondary Education Commission, December 1986)

87-1 Statewide Fees in the California Community
Colleges A Report to the Governor and the Legisla-
ture in Response to Assembly Bill 1XX (1984) (Feb-
ruary 1987)

87-3 Issues Related to Funding of Research at the
University of California A Report to the Legislature
in Response to Supplemental Language 1n the 1985
Budget Act (February 1987)

87-4 The Califormia State University’s South
Orange County Satellite Center A Report to the
Governor and Legislature in Response to a Request
from the California State University for Funds to
Operate an Off-Campus Center in [rvine (February
1987)

87-8 Proposed Construction of San Diego State Uni-
versity’s North County Center A Report to the Gov-
ernor and Legislature in Response to a Request for
Capital Funds from the California State University
te Build a Permanent Off-Campus Center of San Di-
ego State University 1n San Marcos {February 1987)

87-6 Interim Evaluation of the California Student
Opportunity and Access Program (Cal-soaP) A Re-
port with Recommendations to the California Stu-
dent Aid Comrmussion (February 1987)

87-7 Conversations About Financial Aid  State-
ments and Discussion at a Commssion Symposium
on Major [ssues and Trends in Postsecondary Student
Auwd (February 1987)

B7-8 Califormia Postsecondary Education Commus-
sion News, Number 2 [The second 1ssue of the Com-
mission’s periodic newsletter] (February 1987)

87-9 Expanding Educational Equity in Califorma’s
Schools and Colleges A Review of Existing and Pro-
posed Programs, 1986-87 A Report to the California
Postsecondary Education Commission by Juan C
Gonzalez and Sylvia Hurtado of the Higher Educa-
tion Research Institute, UCLA, January 20, 1987 (Feb-
ruary 1987)

87-10 The 1987-88 Governor's Budget A Staff Re-
port to the Califorma Postsecondary Education Com-
mussion by Suzanne Ness and Kevin Gerard Wool-
fork (February 1987)
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